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Samenvatting 
Voor deze studie is onder Nederlandse en Ghanese midden managers de relatie getoetst tussen nationale 
cultuur en de gepercipieerde effectiviteit van invloedstactieken gebruikt binnen veranderingstrajecten. De 
centrale vraag luidde; “Hoe verschillen de percepties van Nederlandse en Ghanese midden managers ten 
aanzien van de effectiviteit van hen beschikbare invloedstactieken binnen verandertrajecten?” Het onderzoek 
was een replicatie van een eerdere studie uitgevoerd door Yukl, Fu en McDonald (2003) waarin zij keken naar 
verschillen in perceptie tussen Amerikaanse, Chinese, Hong Kong Chinese en Zwitserse managers, ten aanzien 
van de effectiviteit van elf invloedstactieken bij het initiëren of weerstaan van veranderingen. De uitkomsten 
van dit onderzoek toonden aan dat waarden en normen, voortkomend uit nationale cultuur, een significante 
invloed uitoefenen op de percepties ten aanzien van effectiviteit. Diverse andere onderzoeken bevestigen de 
uitkomst van deze studie van Yukl et al. (o.a. Fu & Yukl, 2000; Koopman & Boonstra, 2005; Qiadan, Waismel-
Manor & Tziner, 2011), de resultaten waren echter nooit eerder getoetst in een Nederlands - Ghanese context. 
 
De percepties van de Nederlandse en Ghanese midden managers zijn getoetst met behulp van een online 
vragenlijst gebaseerd op de Influence Behaviour Questionnaire (IBQ) van Yukl, Seifert and Chavez (2008) en de 
Values Survey Module (VSM) van Hofstede, Hofstede, Minkov en Vinken (2008). De IBQ beschrijft elf 
invloedstactieken, de respondenten is gevraagd deze invloedstactieken op effectiviteit te beoordelen in drie 
veranderingssituaties. Hen is ook verzocht in te schatten hoe vaak elk van de invloedstactieken wordt gebruikt 
binnen hun organisatie. Daarnaast is de VSM ingezet om cultureel bepaalde normen en waarden uit te vragen. 
 
Uit de uitgevoerde MANOVA’s beek dat Nederlandse midden managers een voorkeur hadden voor een kleine 
machtsafstand, terwijl de Ghanese managers in het onderzoek een grotere machtsafstand prefereerden. 
Daarin ligt een belangrijk verschil tussen de Nederlandse en Ghanese nationale cultuur besloten, dat ook de 
gepercipieerde effectiviteit van invloedstactieken beïnvloed. Uit het onderzoek bleek dat Nederlandse midden 
managers zachte invloedstactieken als meest effectief beoordeelden en harde tactieken als zeer ineffectief. 
Ghanese midden managers beoordeelden de effectiviteit van harde invloedstactieken minder negatief. Zowel 
Nederlandse als Ghanese midden managers beschouwden rationele invloedstactieken als het meest effectief. 
 
Het onderzoek heeft aangetoond dat Nederlandse en Ghanese midden managers verschillen in hun percepties 
ten aanzien van de effectiviteit van invloedstactieken beschikbaar in veranderingssituaties en dat dit verklaard 
wordt door culturele verschillen. Daarmee heeft het onderzoek de uitkomsten van de studie van Yukl et al. 
(2003) bewezen in een andere context. Deze uitkomsten kunnen van waarde zijn bij het uitoefenen van 
invloed in een interculturele context. Door de voorkeuren en verwachtingen ten aanzien van de inzet van 
invloedstactieken in een andere culturele context te kennen, is het mogelijk een goed geïnformeerde keuze te 
maken uit de beschikbare invloedstactieken. Dit kan bijdragen aan de effectiviteit van Nederlandse midden 
managers die veranderingstrajecten leiden in Ghana. 
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Abstract 
In this study the relationship between national culture and the perceived effectiveness of influence tactics 
used in change efforts was tested amongst Dutch and Ghanaian middle managers. The central question was; 
“How do the perceptions of Dutch and Ghanaian middle managers diver with respect to the effectiveness of 
influence tactics available in a change situation?” The research was a replication of an earlier study conducted 
by Yukl, Fu and McDonald (2003), which looked at differences in perception between American, Chinese, Hong 
Kong Chinese and Swiss managers regarding the effectiveness of eleven influence tactics used to initiate or 
resist change. The results from this study showed that values determined by national culture have a significant 
impact on the perceived effectiveness of influence tactics. Various other studies have confirmed the outcomes 
of the research by Yukl et al. (e.g. Fu & Yukl, 2000; Koopman & Boonstra, 2005; Qiadan, Waismel-Manor & 
Tziner, 2011), however the results had not yet been tested in a Dutch – Ghanaian context. 
 
The perceptions of the Dutch and Ghanaian middle managers were reviewed using an online questionnaire 
based on the Influence Behaviour Questionnaire (IBQ) by Yukl, Seifert and Chavez (2008) and the Values 
Survey Module (VSM) by Hofstede, Hofstede, Minkov and Vinken (2008). The IBQ describes eleven influence 
tactics which the respondents were asked to rate for effectiveness in three different change situations. They 
were also requested to estimate how often each of the influence tactics are used within their organisation. In 
addition, the VSM was used to inquire into cultural values. 
 
The MANOVA’s used for the research showed that Dutch middle managers preferred a small power distance, 
whereas the Ghanaian managers in the research accepted a larger power distance. Therein lays one of the 
major differences between Dutch and Ghanaian national culture, which also impacts the perceived 
effectiveness of the available influence tactics. The research showed that Dutch middle managers generally 
perceived soft influence tactics as very effective and hard tactics as very ineffective. Ghanaian middle 
managers judged the effectiveness of hard influence tactics less negative. Both Dutch and Ghanaian middle 
managers considered rational influence tactics to be the most effective. 
 
The research has shown that Dutch and Ghanaian middle managers differ in their perceptions of the 
effectiveness of influence tactics which are used to initiate or resist changes and that this variance is 
significantly related to cultural differences. Thereby extending the findings from the study of Yukl et al. (2003) 
into a different context. These results can be of value when exercising influence in a cross-cultural context. By 
understanding the preferences and expectations for the use of influence tactics in a different cultural context, 
it possible to make a more informed choice from the available tactics. This in turn could contribute to the 
effectiveness of Dutch middle managers leading change effort in Ghana. 
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1 Introduction 
Happy families are all alike; every unhappy family is unhappy in its own way. 
Leo Tolstoy (1828 - 1910)  
 
This chapter provides a brief introduction to my thesis. First some background information is provided on the 
topic dealt with in this study and a problem statement is given. Subsequently the scope and research approach 
are described. Lastly, the relevance of the research is explained and a reader’s guidance is provided. 
1.1  Background to the research 
With demographic shifts, alterations in the global economic power structure and technological innovations 
constantly reshaping the global business environment, change is a constant reality for all organisations (Ernst 
& Young, 2010). These changes in an organisation’s environment call for flexible organisations which can cope 
with, and incorporate continuous change (Brown & Eisenhard, 1997; Weick & Quinn, 1999). Yet, despite the 
importance of change for an organisation’s success, few organisational change efforts attain the goals they 
were set out to reach (Clegg & Walsh, 2003). Much has been written on the poor effectiveness of change 
efforts and the reasons why the implementation of change fails (e.g. Boonstra, 2000; Higgs & Rowland, 2000). 
Still more is written on ways to increase the effectiveness of change management (e.g. Pascale & Sternin, 
2005; McNish, 2001; Styhre, 2002), with different authors proposing different solutions to tackle the issue. 
This begs the question if there actually is a single solution to resolve ineffectiveness in change efforts or 
whether, playing on Tolstoy’s words, every unsuccessful change process is unsuccessful in its own way. 
However, in spite of this maybe overly relativistic view, certain elements to the management of change are 
universally recognized to increase effectiveness in change efforts. Notable examples amongst these are 
leadership and the use of influence (Kotter, 1994; Yukl, Fu & McDonald, 2003). In this thesis I will investigate 
the use of influence in cross-cultural change efforts. 
 
The overarching goal of this research is to provide new insights into the effectiveness of middle managers 
involved in organisational change efforts in a cross-cultural context. It seeks to find an explanation to the 
question why some middle managers are more effective at directing change in a cross-cultural context than 
others. I aim to provide these insights by investigating if the perceived effectiveness of influence tactics, 
available in a change effort, varies across cultures. This research is a replication of an earlier study on cross-
cultural differences in the perceived effectiveness of influence tactics used to initiate or resist change by Yukl 
et al. (2003). They found that national culture has a significant impact on the perceived effectiveness of 
influence tactics. The current case study will explore the perceptions of Dutch and Ghanaian middle managers. 
I hope to confirm that differences in values and traditions, arising from national culture, influence the 
perceptions of Dutch and Ghanaian middle managers. Insights into Ghanaian perceptions on the effectiveness 
of influence tactics could help Dutch middle managers, involved in a cross-cultural change effort in Ghana, 
make a more informed choice in their own use of influence tactics. 
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1.2 Problem Statement 
As a result of the ever growing interconnectedness of the world economy, organisations and managers are 
increasingly faced with cross-cultural change processes. Change management ultimately revolves around 
influencing people to adjust their behaviours, opinions and acts (Homan, 2005; Stoker, 2005) and managers 
need to exercise influence effectively to manage change in an organisation (Yukl, Fu & McDonald, 2003). This 
indicates the importance of influence for the management of change. In turn, exercising influence becomes 
more difficult when dealing with people from different cultures, seeing that what is considered as effective 
influence behaviour in one culture could be perceived otherwise in a different cultural setting (Yukl et al., 
2003). This leads to the following problem statement:  
“Gaining more insight in the potential differences in perceived effectiveness of influence tactics across cultures 
is essential for effective cross-cultural change management”. 
1.3 Scope 
This research focuses on the perceived effectiveness of influence tactics used to initiate or resist change in a 
corporate environment. It does so amongst both Dutch and Ghanaian middle managers. The study does not 
look into the objective, or measured effectiveness of influence tactics used in specific change efforts. 
1.4 Research approach 
This research sets out to contribute towards answering the question why some middle managers are more 
effective at directing change in a cross-cultural context than others. It will do so by focusing on the use of 
influence tactics in cross-cultural change efforts. The current research is a replication of an earlier study by 
Yukl, Fu and McDonald (2003) who investigated cross-cultural differences in the perceived effectiveness of 
influence tactics used to initiate or resist change. They found that perceptions with respect to effectiveness 
varied with national culture, a finding I hope to extend to a new context. The current research aims to uncover 
the Dutch and Ghanaian perceptions with regard to influence tactics. The study’s central question is;  
 
“How do the perceptions of Dutch and Ghanaian middle managers diver with respect to the effectiveness of 
influence tactics available in a change situation?” 
 
Answering this question should provide insight in the relationship between national culture and the perceived 
effectiveness of influence tactics in a cross-cultural change effort. In which I expect national culture to have a 
moderating effect on the perceived effectiveness of influence tactics. This is visualised in the simplified 
conceptual model depicted in figure 1: 
 
 
Figure 1: Simplified conceptual model 
Influence 
tactics
Perceived 
effectiveness
Cultural values
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To provide more insight into the themes underlying this central question; influence tactics, culture and cross-
cultural change management, the following concepts will be dealt with extensively in the literature review: 
 
Concept Defintion Theoretical framework
National Culture The collective programming of the mind, distinguishing one 
group or category of people from others (Hofstede, 2001)
Blunt & Jones, 1996; Hofstede, 2001; Jackson, 2006; Noorderhaven, 
Vunderink & Lincoln, 1996; Noorderhaven & Tidjani, 2001
Pow er distance The level w ith w hich less pow erfull members of an institute or 
organisation expect and accept that pow er is not distributed 
equally (Mulder, 2012)
Hofstede, 2001; Mulder, 2012
Pow er Pow er is the relationship betw een tw o indivduals (or groups of 
individuals) in w hich one can direct the influence of the other 
or influence it more than the other w ay around. (Mulder, 2012)
Brass & Buckhardt, 1993; Falbo, 1977; Kipnis, Gergen, Castell & 
Mauch, 1976; Lee, 1997; Pfeffer, 1992; Podsakoff & Schriesheim; 
Schein, 1977
Influence An interactive proces in w hich one individue tries to convince 
other individuals or groups of individuals to believe something 
or act in a certain w ay (Rost, 1983)
Baldw in & Greyson, 2004; Charbonneu, 2004
Influence tactcis The approach follow ed by an individual to convince other 
individuals (or groups of individuals) to believe something or to 
act in a certain w ay.
Kipnis, Schmidt & Wilkinson, 1980; 1984; Koopman & Boonstra, 2005; 
Yukl & Falbe, 1990, 1991; Yukl, Fu & McDonald, 2003
Change management A form of management explicitely focussed on changing the 
structure or w ay of w orking in an organisation
Bennebroek Gravenhorst & Boonstra, 1997, 1998; Boonstra, 2003; 
Homan, 2005; Lines, 2007; Rarick, Olin & Winter, 2007; Stoker, 2005
 
 
Table 1: Concepts studied 
For the empirical research, a survey strategy will be used in which Dutch and Ghanaian middle managers are 
presented three scenario’s describing different change situations. They will be asked to judge the effectiveness 
of eleven different influence tactics in each scenario. Furthermore, the middle managers are asked to estimate 
how often each of those eleven influence tactics is used in their organisation, to get an idea of the overall use 
of influence tactics in the organisation. In addition they will be asked to respond to a questionnaire on cultural 
norms and values. The three scenarios are adapted from Fu and Yukl (2000) and Yukl et al. (2003). For the 
description of influence tactics the Influence Behaviour Questionnaire as discussed by Yukl, Seifert and Chavez 
(2008) will be used. The Value Survey Module drawn up by Hofstede, Hofstede, Minkov and Vinken (2008) will 
be employed to inquire into the cultural values. These sections are combined in QuestBack and presented to 
the respondents as an online questionnaire.  
1.5 Relevance 
Theoretical relevance: The current research is a replication of an earlier study which focussed on the impact of 
cultural values on the perceived effectiveness of influence tactics used to initiate or resist change by Yukl, Fu & 
McDonald (2003). It falls in line with various other studies on the same subject (Fu & Yukl, 2000; Fu et al, 2004; 
Koopman & Boonstra, 2005; Pasa, 2000; Qiadan, Tziner & Waismel-Manor, 2011; Rao, Hashimoto & Rao, 1997; 
Schermerhorn & Bond, 1991). Through the current research I hope to extend the main finding from these 
studies, that national culture influences the perceived effectiveness of influence tactics, to a new context. This 
study focuses on possible differences in the perceived effectiveness of influence tactics used in change efforts 
between Dutch and Ghanaian middle managers. A largely overlooked context, but interesting given the 
number of direct investment by Dutch companies in Ghana, and the change efforts often resulting from such 
investments. My research fits into a tradition of studies conducted on the impact of culture on organisational 
behaviour and cross-cultural, influence tactics and change management. It is not directly aimed at a 
knowledge gap, more on confirming the findings from previous studies and on extending available knowledge 
into a new context. 
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Practical relevance: Due to the ever increasing integration of the world economy, a growing number of 
managers are operating on an international playing field. Leading operations outside of their home country or 
confronted by an internationalised workforce, these managers are facing cultural differences on a daily basis. 
As a result, influencing employees, superiors and peers with a different cultural background has become an 
essential skill for the ‘global’ manager (Yukl et al., 2003). Yet despite this practical need, little is described on 
how managers can effectively exercise influence in a cross-cultural setting (Qiadan et al., 2011). A strange 
observation given the growing number of international, multinational and global enterprises. Following this 
trend to globalization, several companies with a Dutch background have chosen to invest in Ghana in the past 
decades (Ballast Nedam, KLM, Philips, Shell, Royal Haskoning, Unilever). Such foreign direct investments (FDI) 
often result in change efforts, for example to modernize existing production lines or to introduce new ways of 
working. This in turn brings about cross-cultural change processes, often led by Dutch middle managers in the 
context described here. Effectively influencing parties from different cultural backgrounds is a key driver of the 
effectiveness of these Dutch middle managers. And with that, of key importance for the success of the 
investment. This research should provide insights into the perceptions of Dutch and Ghanaian middle 
managers with respect to the effectiveness of influence tactics in such projects. Using these insights, Dutch 
middle managers can adapt their influence tactics to Ghanaian preferences, which could contribute to their 
effectiveness.  
 
Societal relevance: Foreign direct investments are often recognized as a key driver of wealth and prosperity in 
developing economies (Musila & Sigué, 2006). Such investments provide jobs and result in spill-over effects, 
through which knowledge and technology is transferred to local companies and workers, strengthening the 
local economy (Wei & Liu, 2006). The success of foreign direct investments is largely reliant on the 
effectiveness with which necessary changes, for example to production lines or working methods, are adopted 
in the host organisations. The success of these change processes in turn is largely dependent on the 
effectiveness of the people leading the change effort. If they are more effective in bringing about the change, 
both the investing company and the host company benefit from this. This ultimately will result in benefits for 
the host economy. The current study sets out to increase the effectiveness of these people.  
1.6 Readers Guidance 
After this brief introduction of the topics dealt with in this thesis, the literature review in the next chapter will 
present a detailed insight into the subject matter of this research. In the literature review, the three themes 
central to this study; culture, influence and cross-cultural change management, are discussed and linked to the 
relevant literature surrounding these topics. This review of the literature will also lead to the research 
questions, hypotheses and conceptual model used for the further research. Chapter 3 describes the 
methodology to this study, explaining the research approach and tools used in the empirical case study. 
Chapter 4 will then provide an overview of the findings from the research. Lastly, chapter 5 presents the main 
conclusions from the study, accompanied by a discussion of the results, some limitations of the current 
research and recommendations for future studies. 
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2 Literature Review 
“If I have seen a little further it is only by standing on the shoulders of Giants.”  
Isaac Newton (1643-1727) 
 
This chapter provides the theoretical foundation for my research. It will describe and discuss some of the 
current viewpoints and theories on the themes underlying the subject of my inquiry; potential cross-cultural 
differences in the perceived effectiveness of influence tactics used in a change context.  
2.1  Introduction 
In this chapter I will discuss publications linked to the three main themes of this research; influence, cross-
cultural change management and culture. My research is a replication of an earlier study by Yukl et al. (2003), 
which compared the perceived effectiveness of influence tactics for initiating or resisting change amongst 
managers from the United States, mainland China, Hong Kong and Switzerland. Yukl et al. (2003) found that 
the perceived effectiveness differed between national cultures. I aim to replicate these findings in the context 
of Dutch and Ghanaian middle managers. A cursory review of the literature on influence tactics supports the 
view that the perceived effectiveness of influence tactics varies across cultures (Qiadan et al., 2011). The 
available literature on cross-cultural change management stresses the importance of adjusting change strategy 
to fit the national culture in which the change is to be effected (Rarick, Olin & Winter, 2007). Influence is at the 
root of organisational change (Homan, 2007) and as such is an important determinant of effectiveness in the 
change effort. Culture in turn is widely recognized to influence organisational behaviour (Gelfand, Erez & 
Aycan, 2007), with measured aspects of culture used to adapt management techniques to fit societies 
(Triandis, 2001). A striking cultural difference between Dutch and Ghanaian society is related to the power 
distance scale (Hofstede, 2001). This difference in accepted power distance affects the relationships amongst 
organisational members, for example the manner in which influence is exerted (Yukl et al., 2003). These puzzle 
pieces will be combined in this literature review in order to build a coherent picture of the field to be studied. 
 
Given the centrality of culture to this study, the review of the literature will start with the following questions; 
what is culture and can we measure cultural differences; does culture influence the behaviour of managers 
and which aspects of this have been studied; what is known in this respect about the Ghanaian context, and 
how do these findings impact the Ghanaian-Dutch context? Paragraph 2.3 deals with influence, it sets out to 
question the use of power and influence in organisations, the use of influence in change efforts and cross-
cultural settings and the effectiveness of influence tactics. Paragraph 2.4 explores which theories were formed 
on cross-cultural change management; whether any of these theories have been investigated empirically, what 
this indicates for Dutch middle managers working in Ghana, and what is known about effectiveness in cross-
cultural change efforts. Answering these questions should provide a firm theoretical underpinning for my own 
research which looks at the impact of national culture on perceived effectiveness of influence tactics used in a 
change context. The role of the middle manager in organisational change will not be discussed in this study. 
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2.2 Culture 
“The idea of reporting to two bosses was so alien to these managers that mere consideration of such 
organizing principles was an impossible, useless exercise. What was needed first was a thorough examination 
and probing of the holy principle of the single chain of command and the managers' recognition that this was a 
strong element of their own belief system rather than a constant element in nature.” 
Laurent (1983) 
 
Laurent here describes his efforts in explaining matrix management to a group of French managers at INSEAD 
Management School. Laurent derived his insight from a study aimed at exploring managers' implicit theories of 
management. During this study Laurent found that French managers in the group had difficulties coming to 
terms with management principles which went against their cultural preferences (Laurent, 1981). This led him 
to hypothesize that the national origin of European managers significantly affects their views of what proper 
management should be (Laurent, 1983). Laurent’s hypothesis, that culture influences an individual’s ideas and 
believes about the management of organisations, fell in line with other publications appearing in the early 
1980’s, which all studied the contingent nature of theories of management (Adler, 1983; Badaway, 1980; 
Hofstede, 2001). Since then, investigations into cross-cultural management have come to take an important 
place in the management literature (e.g. Boyacigiller & Adler, 1991; Gelfand, Erez & Aycan, 2007). 
 In this study I set out to investigate the impact of cultural differences between Ghanaian and Dutch society on 
the perceived effectiveness of influence tactics amongst middle managers from both countries. In order to 
investigate this phenomenon, it is necessary to first gain a clear understanding of what culture actually is; if 
and how cultural differences can be measured; how culture influences the behaviour of managers and which 
aspects of this have been studied; what is known in this respect of the African context; and lastly how Dutch 
and Ghanaian society differ.  
2.2.1  National Culture, a Social Construction 
One of the most influential thinkers on cross-cultural management, Geert Hofstede (Triandis, 2001) defines 
culture as the collective programming of the mind that distinguishes the members of one group or category of 
people from another, which originates from social construction (Hofstede, 2001). This view on culture is similar 
to those presented by Berger and Luckmann in their 1966 book ‘The Social Construction of Reality’. In it, 
Berger and Luckmann state that all institutions result from social construction, with culture as the sum total of 
institutions (St. Clair,2006). Culture is described as a social construction influenced by problems originating 
from the environment as it is encountered 
by various peoples (Hofstede, 2001; Van de 
Vliert & Einarsen, 2008); this process is 
illustrated in Figure 2. These outside 
influences and ecological factors have 
subsequently informed choices with respect 
to how people organize themselves and their 
institutions (Stajkovic & Luthans, 1997). This 
description offers a theory on how culture 
might have developed, it however does not 
provide an operational definition of culture.  
Figure 2: The Stabilising of Culture Patterns 
Outside influences
Forces of  nature
Forces of  man:
- Trade
- Domination
- Scientif ic discovery
Origins
Ecological factors:
- Geography
- History
- Demography
- Hygiene
- Nutrition
- Economy
- Technology
- Urbanization
Societal norms
Value systems of  major 
groups of  population
Consequences
Structure and functioning 
of  institutions:
- Family patterns
- Role dif ferentiation
- Social stratif ication
- Socialization emphases
- Educational systems
- Religion
- Political systems
- Legislation
- Architecture
Reinforcement
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Hofstede does give a more practical definition, describing national culture as consisting of four layers. The 
outer three of which are visible and deal with symbols, heroes and rituals, the deepest layer of national culture 
is linked to values and ideas which guide the behaviour of individuals and societies (Hofstede, 2001). This link 
to values and behaviour is found in most other definitions of culture. Adler (1983) states that culture 
influences human values, which in turn affect our attitudes and behaviour. This hierarchy (values - attitudes -
behaviour) has been empirically demonstrated by Homer and Kahle (1988) and is found in most definitions of 
the culture concept (Holden, 2002). Seeing that differences in values, attitudes and behaviours are observable 
and measurable (Yoder & Symons, 2010), the former definition implies that cultural differences in behaviour 
and attitude can also be measured or described. The question is how to go about describing national cultures? 
2.2.2 Describing National Culture 
Studies in the field of cross-cultural management generally use measured aspects of culture to describe 
differences in management phenomena between societies, often employing the dimensional framework of 
culture introduced by Hofstede (Kirkman, Lowe & Gibson, 2006). Despite its centrality to the research field, 
Hofstede’s framework has been criticized for various reasons, which Sivakumar and Nakata (2001) summarize 
as; “reducing culture to an overly simplistic four or five dimension conceptualisation; limiting the sample to a 
single multinational corporation; failing to capture the malleability of culture over time; and ignoring within-
country cultural heterogeneity”. Still, despite these objections, many researchers continue to use dimensional 
frameworks to measure cultural differences (Tsui, Nifadkar & Ou, 2007). Mostly because of the value of the 
concept (Triandis, 2001), but also out of want for an alternative (Hofstede, 2001). Hofstede first introduced his 
theory of cultural dimensions in his 1980 publication Culture’s Consequences. These dimensions distinguish 
between reactions to fundamental problems faced by societies, for example, how a society deals with 
uncertainty or inequality. Hofstede initially introduced four such dimensions, all of which were predicted by an 
earlier, sociological study conducted in 1954 by Inkeles and Levinson (Hofstede, 2001). The base data for 
Culture’s Consequences was drawn from an international employee attitude survey program investigating 
work values amongst IBM employees. Based on the findings from this study, and drawing on previous studies 
on culture (e.g. Inkeles & Levinson, 1954), Hofstede drew up four distinct cultural dimensions through which 
national values and cultures could be compared. Eventually a fifth dimension was added that was initially 
overlooked due to a cultural bias in the original questionnaire items (Hofstede & Bond, 1988); see Table 2 for 
basic definitions (Hofstede, 2001). 
 
Dimension Explanation
Power distance (PDI) Which is related to the different solutions to the basic problem 
of human inequality
Individualism versus collectivism (IDV) Which is related to the integration of individuals into primary 
groups
Masculinity versus femininity (MAS) Which is related to the division of emotional roles between man 
and women
Uncertainty avoidance (UAI) Which is related to the level of stress in a soiety in the face of 
an unknown future
Long-term versus Short-term 
Orientation (LTO)
Which is related to the choice of focus for people's efforts: the 
future or the present  
Table 2: Cultural dimensions by Hofstede 
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These dimensions were empirically derived by analysing more than 116.000 questionnaires investigating 
employee attitudes in 72 countries. The analysis focused on finding differences in values and attitudes 
between countries. These initial findings were supported by similar results obtained from a business school 
unrelated to IBM. Correlation- and factor analyses were performed on matched employee samples across 
countries (Hofstede, 2001). These outcomes were then compared and matched with descriptive statistics, such 
as the average age of top executives which provided further support for the proposed dimensions (Hofstede, 
2001). The dimensional model of national culture and the five categories defined by Hofstede (2001) have 
since been adopted widely as descriptors of national culture (Tsui et al., 2007). Triandis (2001) states; “After 
Hofstede's book, measured aspects of culture began to be used to link aspects of culture to each managerial 
phenomenon”. One limitation of the research mentioned earlier (Sivakumar & Nakata, 2001) and often 
emphasised by Hofstede (2001, 2002) is that the dimensional framework describes societal values, not 
individual behaviour. As such it is not possible to deduce individual values from overall values in society, only a 
general tendency can be assumed (Hofstede, 2001). Individual behaviour is a far more complex construction, 
not solely based on culture but influenced by multiple factors. Still, given the aim of the current study, the 
dimensional framework provides valuable insights into the way management phenomena are influenced by 
national culture.  
2.2.3 National Culture and Organisational Behaviour 
One of the earliest accounts of the variation in business practices across cultures was drawn up around 400 
BCE by the Greek historian Herodotus, who described differences in work behaviour he encountered while 
travelling across Persia (Gelfand et al., 2007). Despite this early recognition of the influence of national culture 
on business- and work practices, cross-cultural differences are but a recent addition to the field of research in 
modern organisational studies (Boyacigiller & Adler, 1991). The modern study of cross-cultural management 
deals with traditional organisational behaviour issues such as motivation, leadership, decision making or group 
dynamics in cross-cultural settings (Adler, 1983). Several authors have drawn up reviews of cross-cultural 
management research, listing studies dealing with the influence of national values on various aspects of 
organisational behaviour (Gelfand et al., 2007; Kirkman et al., 2006; Tsui et al., 2007). All basic themes of cross-
cultural management described by Adler (1983) are dealt with in these reviews, plus a multitude of other 
themes such as negotiation, conflict management, commitment, change management and influence tactics. 
The latter two of these are foundational to the current study. To further illustrate the value of cross-cultural 
research to explain management behaviour I shall here introduce two studies investigating the relation 
between culture and leadership. An early study into the impact of culture on leadership preferences was 
conducted by Badaway (1980). Badaway studied the leadership styles of 248 managers from Middle Eastern 
countries using questionnaires asking about managerial attitudes and need satisfaction. He found that Middle 
Eastern managers were highly authoritarian, their communication was highly personalized and that they had a 
different conception of time than Western managers. Badaway (1980) attributed these variations to cultural 
differences, and stated that management practices should be adapted to fit the context in which they are 
employed. A recent, and arguably the most notable study in this field, is the Global Leadership and 
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Organisational Behaviour Research Program (House, Wright & Aditya, 1997). A central goal of the program was 
to “develop an empirically based theory which can describe, understand and predict the impact of specific 
cultural values on leadership and organisational processes” (House et al., 2003). The GLOBE program is still on-
going but has clearly proven that national culture influences what is perceived to be effective leadership 
(House et al., 2004). These examples show that the influence of national culture on organisational phenomena 
has been researched extensively, with most studies indicating the desirability to adapt management behaviour 
to cultural context (Triandis, 2001). It should however be noted that these studies have a similar limitations as 
the dimensional framework discussed earlier, in that they compare managers from different societies and as 
such are less relevant for comparisons of individual managers in different countries. A manager´s behaviour is 
not only influenced by national culture but is formed through a complex construction process, also involving 
organisational culture or the type of organisation. Still, given the focus of the current study, national culture 
will be used to gain useful distinctions between managers from different countries. The current study focuses 
on differences in perceptions between Dutch and Ghanaian middle managers with respect to influence tactics 
used to initiate or resist change, this raises questions about the cultural context in Ghana or more broadly Sub-
Saharan Africa. This topic will be discussed in the next subparagraph. 
2.2.4 Cultures' Consequences in Sub-Saharan Africa 
An extensive review of the literature revealed the unavailability of relevant research describing Ghanaian 
national culture or the influence of culture on organisational behaviour in Ghana. I shall therefore primarily 
refer to results for the broader Sub-Saharan African cluster. To date little research has been done on African 
culture and its influence on organisational behaviour (Jackson, 2006; Noorderhaven, Vunderink & Lincoln, 
1996). The idea of “an African culture” itself is debatable. It begs the question if it is possible to describe a 
single cultural character for so vast an area (Blunt & Jones, 1996). Africa, being the world's second-largest and 
second-most-populous continent, is rife with ecological, historical and social differences. Just, looking at 
ecological factors, circumstances vary greatly. From dessert areas in the Sahel region and dense rainforests in 
Central-Africa to the fertile lowlands on the Cape Coast in South Africa. When looking at the environmental 
factors which were are seen to influence the construction of national culture (paragraph 2.1, figure 2) these 
ecological difference could result in large differences in cultural outlooks. If we would add the historical 
influences from Islam and Christianity to colonialism and take into account the many different peoples 
inhabiting the continent (Ghana alone hosts some 63 ethnic groups), it would appear impossible to ascribe a 
single set of cultural characteristics to such a diverse continent. Nevertheless, most researchers do uphold the 
rationale of a single African culture, applicable to Sub-Saharan African (Hofstede, 2001; Jackson, 2006). 
According to these researchers there are enough common characteristics to usefully construct and describe a 
single Sub-Saharan African culture (Jackson, 2006; Noorderhaven et al, 1996). Yet despite this belief in a 
shared culture, few empirical studies have been conducted that describe the African culture along the lines of 
a dimensional framework such as that of Hofstede (Hofstede, 2001). As such little empirical proof for these 
statements are found in the literature. An extensive review of the literature I conducted resulted in but a 
limited number of papers on African culture. For his review I examined some 158 journals with a link to Africa 
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in their title available from Ebsco-host. The full set was limited to 16 journals related to Business, Economy and 
Management and 33 journals focusing on Social Sciences. The review was done by searching in journal titles 
for mention of keywords such as “Hofstede”, “national culture”, “cultural dimensions” and “cross-cultural”. An 
overview of the outcomes is available in Appendix 1. Still, this extensive search resulted in few journals with 
applicable references to national culture in Africa. Further indicating the scarcity of cultural views for Africa. 
The only readily available application of a dimensional model of culture to Sub- Saharan African management 
and organisations is that by Noorderhaven et al. (1996). Noorderhaven et al. (1996) build their insights on a 
review of literature describing the conduct of African managers. The results of their inquiry are summarized in 
table 3 displayed below; 
 
 
 
Table 3: Culture's Consequences for Sub-Saharan Africa 
One major objection that can be made against this application by Noorderhaven et al. (1996) is that it is based 
solely on literature describing the conduct of African managers (Jackson, 2006), and that it thus lacks an 
immediate empirical underpinning. Still, these observations from the management literature are supported by 
findings from other, empirical studies (Blunt & Jones, 1996; Hofstede, 2001; Noorderhaven & Tidjani, 2001). 
The results from Noorderhaven et al. (1996) are therefore used to inform the current study. Drawing from this 
description and research by Hofstede (2001) it appears that differences in organisational behaviour between 
Ghana and the Netherlands are primarily driven by the power distance and individualism/ collectivism 
dimensions. For the present study full attention will be directed at the power distance dimension. 
  
Dimension Application by Noorderhaven et al.
Power distance (PDI) Observations support high power distance in African management, decision making is 
centralized, managers are reluctant to share information or delegate to subordinates. As a 
result they spend much time on routine matters leading to work overload. Subordinates appear 
adapted to this situation and do not make decisions without first consulting a supervisor. 
Predominant style of African management is authoritarian.
Individualism versus collectivism (IDV) Prove for high collectivism in African society is seen in social networks, linking managers to 
extended families and ethnic groups which expect to share in success. Both in resources and 
in jobs. This in turn results in distrust from workers, and accusations of unfair treatment. Much 
importance is placed on personal relations, to be effective management has to be close to 
employees, both physically and emotionally. This is difficult to achieve because managers fear 
erosion of authority. Amongst workers collectivism ensures a strong social fabric, with workers 
expecting managers to ensure the well being of this collective.
Masculinity versus femininity (MAS) Emphasis on feminine values is seen in weak achievement orientation, central importance 
placed on responsibilities to self and family, work is seen as instrumental. Conformity is valued 
higher than achievement furthermore rewards for achievement are only interesting if they can be 
shared with relatives.
Uncertainty avoidance (UAI) Results are ambiguous. Support for high UAI is seen in importance of rules and procedures, 
African managers are described as conservative and rule following. On the other hand,  African 
employees lack a strong inner work and activity drive, this can be associated with low levels of 
UAI. African workers prefer a slow pace of work and value a job which has no more secrets to 
them, this again points in the direction of high levels of UAI.
External attribution An issue often observed in the literature is the lack of initiative and the tendency towards 
"mystical thinking", the belief in supernatural powers who ultimately decide the outcomes. The 
concept ‘external attribution’ is comparable with an ‘external locus of control’ or a ‘fatalistic 
approach’ in the relationship with the environment.
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2.2.5 Power Distance 
One prominent cultural difference between Ghana and the Netherlands is the variance on the power distance 
scale. Regardless of the critique that the perceived acceptance of large power distances in Sub-Saharan Africa 
is a result of colonial institutions rather than a value original to Africa (Jackson, 2006), most studies do in fact 
indicate the acceptance of large power distances in Sub-Saharan Africa (Blunt & Jones, 1996; Noorderhaven et 
al., 1996) and Ghana (Noorderhaven & Tidjani, 2001; Hofstede, 2001). The concept power distance was first 
introduced to the field of cross-cultural studies by Hofstede, who borrowed the idea from Mauk Mulder, a 
Dutch social psychologist who investigated interpersonal power dynamics (Hofstede, 2001). Mulder defined 
power as “the potential to determine or direct (to a certain extent) the behaviour of another person or other 
persons more so than the other way around” and power distance as “the degree of inequality in power 
between a less powerful Individual (I) and a more powerful Other (O), in which I and O belong to the same 
social system” (Hofstede, 2001). Power distance can thus be said to describe hierarchical relationships, and the 
acceptance of differences in ability to influence the behaviour of others. Matters which are central to the 
conduct in organisational settings (Pfeffer, 1992). As indicated earlier, Ghana scores high on this dimension, 
which leads people to accept a hierarchical order in which everybody has a place which needs no further 
justification. The Netherlands in contrast scores low on this dimension, which results in a dislike of control and 
an informal attitude towards managers (Hofstede, 2011). These examples suggest a significant impact of 
culturally determined power distance scores on accepted relationships within an organisation. The influence of 
power distance on organisational behaviour is a prominent topic in cross-cultural management studies, with 
variances in power distance linked to various phenomena in organisational behaviour (Gelfand et al., 2007; 
Kirkman et al., 2006; Tsui et al., 2007). With studies for example describing the relationship between power 
distance and motivation (Hofstede et al., 2002), power distance and team behaviour (Earley, 1999) or power 
distance and organisation member well-being (Peterson et al., 1995). More relevant for the current inquiry are 
studies in which power distance is investigated in relation to the design of change strategies (Cummings & 
Worley, 2009; Kirsch, Chelliah & Warren, 2011; Rarick, Olin & Winter, 2007). In which higher power distances 
for example lead to less attention to initiatives or objections from subordinates or a demand for more 
direction in the change effort (Rarick et al., 2007). The other topic central to this research are influence tactics, 
a concept closely related to power which describes the ability to steer behaviours in others. Fu and Yukl 
(2000), Fu et al. (2004), Pasa (2010), Qiadan, Tziner and Waismel-Manor (2011), Rao, Hashimoto and Rao 
(1997) and Yukl, Fu and McDonald (2003) all focus on the influence of power distance on the use of influence 
tactics. They generally state that the acceptance of certain influence tactics is largely determined by power 
distance (e.g. Yukl et al., 2003). 
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2.3 Influence tactics 
“Influence can be defined as a force one person (agent) exerts on someone else (target) to induce a change in 
the target, including changes in behaviours, opinions, attitudes, goals, needs and values” 
French & Raven (1959) 
 
The definition by French and Raven (1959) provided here, aptly describes the importance of influence in 
organisational settings. It indicates the centrality of influence to most interactions in organisational settings, 
which ultimately revolve around achieving goals through others. It also hints at the close relation of influence 
and power within organisations (Kipnis, Schmidt & Wilkinson, 1980). The type of influence organisation 
members can exercise is largely determined by their position and power within the organisation (Boonstra, 
2003; Yukl & Falbe, 1990, 1991). This insight contains important implications for the way in which middle 
managers working, in a cross-cultural setting can exercise influence. Moreover, it raises the question whether 
influence tactics considered effective in one national culture retain their effectiveness in cross-cultural 
situations. In this study I aim to provide more insight into the effectiveness of Dutch middle managers leading 
change in Ghana by providing insight in the perceived effectiveness of influence tactics in different cultures. To 
further develop this topic, I will first describe the relation between power and influence; I will then explain the 
use of influence tactics in some more detail. Next I will deal with the impact of culture on the use of influence 
tactics and with the use of influence tactics in change efforts. Lastly, I will explore what drives effectiveness in 
the use of influence tactics. Answering these questions should provide more insight in the use of influence 
tactics in cross-cultural change efforts.  
2.3.1 Organisational Politics 
Success in influencing subordinates, superiors and peers is often described as a key determinant of managerial 
and leadership effectiveness (Pasa, 2000; Yukl & Falbe, 1990). Management scholars generally agree that 
organisational behaviour and leadership effectiveness can only be understood properly through a clear 
understanding of power and influence (Pfeffer, 1992; Yukl & Falbe, 1991). Power and influence are closely 
related concepts, often seen jointly as organisational politics (Kotter, 1985), in which influence can be seen as 
power exercised (Keys & Case, 1990). Power can be defined as the ability or official capacity to determine, or 
exercise control over the behaviour of others (Mulder, 2012). Influence in turn can be described as the force 
one person exerts to convince other people to believe or act in a certain way (Yukl & Falbe, 1990). Exercising 
power is essential for managers to obtain commitment or compliance with decisions (Pfeffer, 1992), 
employees in contrast can use power to resist decisions (Greiner & Schein, 1988). These statements indicate 
the significance of influence and power for organisational behaviour. The type of influence an organisation 
member can exercise is closely related to the power sources they can command (Boonstra, 2003; Yukl & Falbe, 
1991). 
 
Power Source Explanation Power Type
Physical power The ability to threath with physical sanctions
Reward power The ability to grant or withold rewards, goods or services
Legal power The exclusive rights or authority to have people or parties carry out certain tasks
Referent power The possession of personality traits which are admirable to others, for example charisma
Expert power The possession of expertise, knowledge or skills which are essential to the organisation
Information power The possesion of access to and controle over information others do not have
Tradition power The possesion of traits which are identified with important events, values and traditions
Relational power Having good relations and contact with other parties which posses one or more power sources
Position 
Power
Personal 
Power
 
 
Table 4: Power Sources 
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Table 4 contains an overview of different power sources and also lists how these can be used by organisation 
members to influence subordinates, peers and superiors (Boonstra, 2003). The ways in which these power 
sources can be used to exercise influence are closely related to the influence tactics which will be discussed in 
the next subparagraph. 
2.3.2. Influence Tactics 
Despite their relevance to the management praxis, influence tactics are but a recent addition to the discourse 
on organisational sciences (Yukl & Falbe, 1990). The first detailed empirical study on influence tactics used in 
an organisational setting was conducted by Kipnis, Schmidt and Williams (1980). The authors examined essays 
in which 165 managers described an instance in which they exercised influence on a subordinate, peer or 
superior. Through content analysis 370 influence tactics were found, which were then rewritten into a 58-item 
questionnaire, which was presented to a new group of respondents to test how they used these tactics to 
influence their bosses, co-workers and subordinates (Kipnis et al., 1980). A factor analysis of the results 
indicated eight dimensions of influence: assertiveness, ingratiation, rationality, sanctions, exchange, upward 
appeals, blocking, and coalitions. Ensuing studies have criticized or augmented this taxonomy of influence 
tactics (Schriesheim & Hinkin, 1990; Yukl & Falbe, 1990), however these often retain large part of the original 
listing by Kipnis et al. (1980). Much of the early research on influence tactics was done using the Profiles of 
Organisational Influence Strategies (POIS) questionnaire developed by Kipnis & Schmidt (1982), based on the 
original influence tactics described by Kipnis et al. (1980). Recent studies generally use the Influence Behaviour 
Questionnaire (IBQ) developed by Yukl (2000) which, in contrast to the POIS is available free of charge. The 
tactics from the most recent IBQ (Yukl, Seifert & Chavez, 2008) are listed in Table 5, in which they are also 
linked to a distinction between soft-, rational- and hard tactics, as proposed by Kipnis and Schmidt (1985).  
 
Influence tactic Explanation Classification
Rational persuasion The agent uses logical arguments and factual evidence to show that a request or 
proposal is feasible and relevant for important task objectives.
Rational
Consultation The agent asks the target person to suggest improvements or help plan a 
proposed activity or change for which the target person's support is desired.
Soft
Inspirational appeals The agent appeals to the target's values and ideals or seeks to arouse the target 
person's emotions to gain commitment for a request or proposal.
Soft
Collaboration The agent offers to provide assistance or necessary resources if the target will 
carry out a request or approve a proposed change.
Soft
Apprising The agent explains how carrying out a request or supporting a proposal will 
benefit the target personally or help to advance the target's career.
Soft
Ingratiation The agent uses praise and flattery before or during an attempt to influence the 
target person to carry out a request or support a proposal.
Soft
Personal appeals The agent asks the target to carry out a request or support a proposal out of 
friendship, or asks for a personal favour before saying what it is.
Soft
Exchange The agent offers something the target person wants, or offers to reciprocate at a 
later time, if the target will do what the agent requests.
Soft
Legitimating tactics The agent seeks to establish the legitimacy of a request or to verify that he/she 
has the authority to make it.
Hard
Pressure The agent uses demands, threats, frequent checking, or persistent reminders to 
influence the target to do something.
Hard
Coalition tactics The agent enlists the aid of others, or uses the support of others, as a way to 
influence the target to do something.
Hard
 
Table 5: Influence tactics 
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The classification between hard, soft and rational influence tactics has been used for a number of studies, 
these mainly focused on the combined use of these influence tactics (Bennebroek Gravenhorst & Boonstra, 
1998; Yukl & Falbe, 1992). Previous studies often state that a combination of soft and rational influence tactics 
are most effective, whereas hard tactics, even in combination with rational tactics should be avoided. Apart 
from establishing a taxonomy of influence tactics used in organisations, Kipnis et al. (1980) also studied the 
direction in which influence was exercised and the frequency with which each of these tactics was used in 
relation to the goal of the influence attempt. Especially the first topic garnered much interest. Kipnis et al. 
distinguished between downward, upward and lateral influence, for influencing subordinates, superiors or 
peers, and found that the type of influence exercised depends on the relative power of the respondents 
(Kipnis et al., 1980). These findings were replicated in a number of subsequent studies investigating the 
directional use of influence tactics (Erez, Yakim & Keider, 1986; Keys and Case, 1990; Rim & Erez, 1980; Yukl & 
Falbe, 1990; 1991; Yukl & Tracey, 1992), thus reinforcing the link between power, power sources and 
influence. In addition, Kipnis et al. (1980) described the role of influence goal on the choice for influence 
tactics, distinguishing between five influence goals. Other authors have also described the impact of gender 
(Stoeberl, Kwon, Han & Bae, 1998), organisational culture (Mehta & Krishnan, 2000)  and national culture (e.g. 
Schermerhorn & Bond, 1991) on preferences for influence tactics. In subsequent subparagraphs the effect of 
national culture on the use of influence tactic and the use of influence when change is the goal will be 
discussed in more detail. 
2.3.3 Influence Tactics and National Culture 
As with other aspects of organisational and management behaviour (Boyacigiller & Adler, 1991), the impact of 
national culture on influence tactics has come under increased attention of management scholars (Koopman & 
Boonstra, 2005). The current study is a replication of one such research, performed by Yukl at al. (2003) 
investigating differences in perceived effectiveness of influence tactics used to initiate or resist change. They 
studied the perceptions of American, Hong Kong Chinese, mainland Chinese and Swiss managers with respect 
to the effectiveness of eleven influence tactics used to initiate or rest change. They found that the differences 
in perceptions were consistent with differences in cultural values and traditions (Yukl et al., 2003). This finding 
had been preceded by various other studies with similar findings, however these did not focus on the use of 
influence tactics in change situations. One of the early studies in this field of research was conducted by Kipnis, 
Schmidt, Swaffin-Smith and Wilkinson (1984) who, be it on a side-line, discussed the use of influence tactics in 
different cultures. They compared influence tactics used in American, British and Australian organisations and 
found no significant differences in tactics used across these societies (Kipnis et al., 1984). However, this finding 
did not account for the cultural similarities between these countries and it subsequently raised interest in the 
use of influence tactics across cultures which do not share such commonalities (Schermerhorn & Bond, 1991). 
Schermerhorn and Bond compared influence tactics used by Americans and Hong Kong Chinese. One of their 
findings was that the Hong Kong Chinese managers were more likely to endorse hard tactics such as 
legitimating- or pressure tactics (Schermerhorn & Bond, 1991). They also found that upward influence was not 
very much accepted by Hong Kong Chinese. The authors attribute both preferences to the difference in power 
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distance between the two groups of managers (Schermerhorn & Bond, 1991). Rao et al. (1997) have shown 
that Japanese managers use many of the influence tactics also employed by American managers, however the 
researchers also found some culture specific influence strategies such as appealing to a firm’s authority or 
socializing. Rao et al. (1997) attributed these two influence approaches to the high level of collectivism in 
Japan. Researchers have also looked at the effectiveness of influence tactics in China, a country typified by 
most management scholars as having a high power distance. These authors found a greater acceptance for 
hard influence tactics, such as pressure, coalition and legitimating, which they attributed to the difference in 
accepted power distance (Fu & Yukl, 2000; Fu et al., 2004; Yukl et al. 2003). Studies in other high power 
distance societies, such as those by Pasa (2000) in Turkey and Qiadan et al. (2011) looking at Israeli and 
Palestinian managers, confirm these findings and indicate that high scores on power distance direct the 
choices for influence tactics. Gelfand et al. (2007) in their review of cross-cultural management studies also list 
a number of publications which confirm that culture affects the use of power and influence tactics. Rahim & 
Magner (1996) for example have shown how individualistic cultures differ from collectivistic cultures, in that 
individualistic cultures prefer coercive power whereas the latter cultures emphasize expert power. To date no 
such studies have been conducted to investigate the Ghanaian preferences for influence tactics. However the 
findings from previous studies would indicate greater acceptance of hard influence tactics by Ghanaian middle 
managers given the acceptance of large power distance in Ghanaian society. 
2.3.4 Influence Tactics and Change Management 
Ultimately, change management is concerned with influencing people to adjust their behaviours, opinions and 
acts (Homan, 2005; Stoker, 2005). A constructionist view of organisational dynamics describes organisation 
members as constructing mental images of their reality, which provide certainty and meaning to their 
environment (Homan, 2005; Hosking, 2001). Change efforts generally involve changes to these images, these 
ideas on how things work. Given the importance of such images for a person’s well-being, persuading 
organisational members to alter these ideas often forms a formidable challenge to change managers (Balogun 
& Hope Hailey, 2008; Homan, 2005). Taking this into account and given the definition by French and Raven 
(1959) provided earlier, influence tactics should be considered an essential tool for change managers. In turn, 
exercising influence to initiate change is described as one of five basic categories of influence goals sought by 
organisational members (Kipnis et al., 1980). In fact, Kipnis et al. (1980) found that ‘initiating change’ was the 
goal mentioned most often for applying influence, regardless of the direction of influence. Subsequent studies 
have reinforced this idea of achieving change as a mayor influence objective (e.g. Keys & Case, 1990; Yukl & 
Falbe, 1990). Yet in spite of this significance, little attention was dedicated to the importance of power and 
influence tactics for change management until the second half of the 1980’s (Boonstra, 2003). This changed 
with the increasing prominence of leadership in the literature on change management (Stoker, 2005), with 
leadership defined as an influence relationship (Baldwin & Greyson, 2000; Pasa, 2000). Since Kotter (1994), 
leadership is generally heralded as the main driver of effectiveness in change efforts, linking failure in change 
efforts to failures in leadership (Higgs & Roland, 2000). However, much of this literature describing the role of 
leadership in change efforts, remains unclear on how leadership should actually be employed (Eisenbach, 
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Watson & Pillai, 1999). Studies often merely stress the importance of good leadership for effective change 
management (e.g. Burnes, 2002; Higgs & Rowland, 2000; Kotter, 1994). Seeing how these insights remain 
limited and generalised it seems helpful to devote more attention to the role of influence tactics in change 
efforts, in order to put a practical handle on the study of leadership in these efforts. Various authors have 
already devoted attention to the role of influence tactics in change management. Bennebroek Gravenhorst & 
Boonstra (1997) for example have described the way in which internal and external advisors use influence 
tactics to drive change. They found that advisors prefer inspirational and consultative tactics. Indicating that 
advisors attempt to gain support for fundamental change trough participation and inspiration (Bennebroek 
Gravenhorst & Boonstra, 1997). In a subsequent study the authors found similar preferences displayed by four 
distinct groups involved in an organisational change effort. They found that line management, staff specialists, 
consultants and workers council members all preferred inspirational, consultative and rational tactics 
(Bennebroek Gravenhorst & Boonstra, 1998). Boonstra (2003) also stresses the need for commitment in large 
scale change programs, which according to him, can only be reached by exercising influence. Lines describes 
how the power sources available to change agents determine their use of influence tactics. With change 
agents scoring high on expert power often using participation or sense-giving tactics (Lines, 2007). Furst and 
Cable have studied the relationship between managerial influence and employee resistance in change efforts. 
They found that pressure and coalition tactics usually lead to resistance from employees, whereas 
inspirational, consultative and rational influence tactics mostly result in commitment (Furst & Cable, 2008). 
The present study focuses on the use of influence tactics to alter the behaviour of organisational members in a 
cross-cultural change effort. This implies the question how influence tactics are used across cultures; the 
previous subparagraph already indicated the difference in preferences for influence tactics, which begs the 
question if statements about the use of influence tactics used in change efforts by Bennebroek Gravenhorst 
and Boonstra (1997, 1998), Lines (2007) and Furst and Cable (2008) can be upheld in a cross-cultural setting. 
This topic will be discussed in more detail in the empirical research section. 
2.3.5 Effectiveness of Influence Tactics 
Much of the early research on influence tactics focused on the directional use of tactics or new taxonomies of 
influence tactics, paying little attention to the effectiveness of different influence tactics (Falbe & Yukl, 1992). 
In order to bridge this hiatus, Falbe and Yukl conducted a study into the perceived effectiveness of influence 
tactics. The authors defined three categories of perceived results from influence tactics, commitment, 
compliance or resistance. In which ‘commitment’ indicates an internal agreement and enthusiasm from a 
target, ‘compliance’ indicates obedience be it rather apathetic and ‘resistance’ occurs when a target opposes 
an action or decision (Falbe & Yukl, 1992). This study was replicated by various other authors which nearly 
unanimously confirmed the results from Falbe and Yukl (1992), and found that inspiring and rational 
persuasion were the most favoured influence tactics and the use of power and forming coalitions were the 
least successful (Boonstra, 2003; Yukl & Tracy, 1992). Combinations between soft and rational tactics garnered 
the most commitment, hard tactics were only seen to be effective in combination with soft tactics (Falbe & 
Yukl, 1992). To date little research has been done on the effectiveness of influence tactics when used across 
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cultures, the generally low effectiveness of hard tactics is possibly less strong in cultures with high power 
distances, in line with the greater openness to such tactics in such cultures. This study looks at possible 
differences in perceived effectiveness between Dutch and Ghanaian middle managers.  
2.4  Cross-Cultural Change Management  
“After three fruitless days of attempting to get a group of Venezuelan oil executives to "unfreeze," an 
American-trained change agent returned to his Western European office, leaving behind a frustrated 
management team.”  
Bourgeois & Boltvinik (1981) 
 
Globalisation is commonly considered to be a central theme in modern economic reality, informing business 
decisions and impacting peoples’ lives on a global scale (Friedman, 2007). Globalisation has led to a growing 
demand for cross-cultural change management, as it generates increasing numbers of international mergers 
and rising levels of Foreign Direct Investment (Mujtaba, 2006). Yet, despite this growing importance of cross-
cultural change management, still little is known about what drives effectiveness in such change efforts 
(Rarick, Olin & Winter, 2007).  
The focus of the current study is on cross-cultural change management in a Dutch - Ghanaian context, more 
specifically on how Dutch and Ghanaian middle managers perceive the effectiveness of influence tactics used 
to initiate or resist change.  In order to provide some structure to this research, I shall first explore the theories 
available on cross-cultural change management; next I will investigate if any of these theoretical frameworks 
has been tested empirically and if so, what this implies for practitioners; lastly I shall describe what this 
signifies for the Dutch - Ghanaian context.  
2.4.1  Theories on Cross-Cultural Change Management  
One of the central debates amongst management scholars, also influencing theories on change management, 
is that running between the universalistic and contingency schools of management (OU, 2012). In this debate, 
the universalistic school of change management takes the position that some approaches to the management 
of change are always effective, with theorists usually providing an ‘N-step’ model to be followed in the change 
effort (Kotter, 1996; McNish, 2001, Pascal & Sternin, 2005). Conversely, the contingency school promotes a 
situational view on change management, in which change strategies are designed to fit the particular context 
in which the change is to be effected (Balogun & Hope Hailey, 2008; Boonstra, 2000). This debate also informs 
different approaches to cross-cultural change management, with contingency schools promoting culture-
specific approaches to change in contrast to universalistic schools which uphold culture-general views on the 
management of change (Rarick et al., 2007). The universalist school has dominated theories on cross-cultural 
change management well into the 1990’s, with Western approaches to the management of change employed 
globally (Rarick et al., 2007). This in spite of doubts raised earlier on the universal applicability of organisational 
development and change approaches (Bourgeois & Boltvinik, 1981; Jaeger, 1986). A review of the readily 
available literature on change management shows that few management scholars explicitly support a 
universalist viewpoint in cross-cultural contexts. However some support for this school can be found in Steffen 
(2000), who claims that change management across cultures is not very different from ‘domestic’ change 
management. He states that good change managers are always able to find common ground across cultures. 
Steffen introduces five rules which should ensure a change manager’s effectiveness in cross-cultural change 
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efforts; 1) know your context; 2) know your roles; 3) know your limits; 4) know your audiences, and 5) know 
your messages (Steffen, 2000). Steffen does stress the importance of knowing the context in which a change 
manager operates, but does not provide specific cultural scenario’s for change in individual cultures (Steffen, 
2000). The contingency school in contrast devotes much attention to developing such culture specific 
scenarios. Proponents of this school aim to provide detailed descriptions of cultural differences and the impact 
of these differences on the effectiveness of change approaches (Rarick et al., 2007). Their implicit assumption 
is that, by knowing how cultures differ, change managers can adapt their change strategy to fit these 
differences and in so doing, become more effective in directing the change. Contributions by the contingency 
school generally take dimensional frameworks of culture as their point of departure when outlining 
effectiveness in cross-cultural change efforts (Cummings & Worley, 2009; Graen & Hui, 1996; Kirsch, Chelliah & 
Parry, 2011; Mujtaba, 2005; Rarick et al., 2007; Yukl, Fu & McDonald, 2003). Such dimensional frameworks 
describe cultures by comparing reactions to fundamental problems faced by societies (Hofstede, 2001). In 
their search for culture specific change strategies, all of the authors listed above refer to a particular 
dimensional framework drawn up by Geert Hofstede which was discussed earlier. Hofstede’s framework of 
cultural dimensions is often considered to be of central importance to cross-cultural studies (Triandis, 2001). In 
addition, Cummings & Worley (2009) draw attention to the economic situation of the host country. Graen & 
Hui (1996) describe the need to bridge the two cultures in a cross-cultural change, in order to arrive at a third 
culture and Yukl et al. (2003) describe the need to match influence tactics with national culture. Concluding, 
the basic premise of these authors is that effectiveness in cross-cultural change management primarily 
depends on fitting the change strategy with the cultural context (Kirsch et al., 2011; Rarick et al., 2007). This 
raises the question whether any of these theories has been studied in an empirical setting. 
2.4.2 Empirical Studies on Cross-Cultural Change Management 
In spite of the growing number of multinational mergers, transnational acquisitions and Foreign Direct 
Investments, few empirical studies have been conducted on change efforts resulting from such events. In 
addition, the few available empirical studies into cross-cultural change often deal with the implementation of 
change in a single, non-Western culture (e.g. Andrews & Chompusri, 2001; Hempel & Martinsons, 2009; 
Jackson & Kotze, 2005). Such studies provide little information on the effectiveness of change strategies across 
different cultures, since these do not compare the effectiveness of an approach in one region to its 
effectiveness in other regions. Still, these studies do provide insight in some of the points of interest when 
designing and conducting change across cultures.  Andrews and Chompusri (2001) for example describe the 
case of a British multinational involved in the restructuring of a Thai subsidiary, in which the British 
multinational used a uniform change program for all of its Southeast Asian subsidiaries. This program 
encountered much resistance in their Thai operations, because the proposed changes went strongly against 
Thai national culture and business practices. This resulted in resistance and delay, leading to serious losses for 
the British parent (Andrews & Chompusri, 2001). Andrews and Chompusri (2001) assert the need to employ a 
‘convergent’ approach to change, in which corporate cultures are balanced with traditional business practises. 
This in order to increase effectiveness in such efforts. An idea firmly rooted in the contingency school of cross-
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cultural change management (Kirsch et al., 2011; Rarick et al., 2007) and very similar to the ‘third-culture’ 
approach proposed by Graen & Hui (1996). Jackson and Kotze (2005) describe the perceptions of military 
personal from various ethnic groups on changes in the South African National Defence Force (SANDF). They 
found that these groups had differing views on the outcomes of the change process. For instance, the Black 
African and Coloured samples were more content with the new levels of control and hierarchy in comparison 
to the White samples (Jackson & Kotze, 2005). This example can be linked to Hofstede’s dimension ‘power 
distance’ and the difference in scores on this scale between white and black samples from South Africa 
(Hofstede, 2001). A better understanding of such differences might inform further changes to the power 
balance within the SANDF to ensure commitment from the White group. This idea is similar to those presented 
by Kirsch et al. (2011) and Rarick et al. (2007). Despite the paucity of empirical studies on cross-cultural change 
approaches, most authors agree that culture is an essential contextual issue which needs to be understood in 
order to effectively direct change across cultures (Andrews & Chompusri, 2001; Graen & Hui, 1996; Jackson & 
Kotze, 2005; Kirsch et al., 2011; Rarick et al., 2007). 
2.4.3 Implications for Dutch Change Managers in Ghana 
The studies discussed above indicate the importance of understanding national culture in order to effectively 
manage change across cultures (e.g. Cummings & Worley, 2009; Kirsch et al., 2011). In order to provide a 
comprehensive outline of the implications of culture on the Dutch- Ghanaian exchange situation I shall use a 
framework proposed by Rarick et al. (2007) to describe the impact of various cultural dimensions on change 
strategies. Rarick describes the impact of 14 commonly used dimensions as provided by Hofstede (2001), 
Kluckhohn and Strodtbeck (1961) and Trompenaars (1994). A summary of the results are included in table 6. A 
full listing is available in Appendix 2. 
 
 
Table 6: Focal points for change management in Sub-Saharan Africa 
Cultural dimension Focal points for change management in Sub-Saharan Africa
Power Distance (PDI) Less directed towards participation and more to control of the change cycle (Jackson, 2006; Rarick et al., 2007) Little worker initiative 
in change efforts (Jackson, 2006)
Uncertainty Avoidance (UAI) Slower pace of change, accompanied by high levels of communication (Kirsch et al., 2011)
Masculinity/Femininity (MAS) Less focus on OD approaches to change trough development of people and groups (Rarick et al., 2007), less focus on emotions in 
change effort (Kirsch et al., 2011)
Individualism/Collectivism (IDV) Change efforts should focus on group involvement as opposed to personal initiative (Kirsch et al., 2011; Rarick et al., 2007)
Long Term Orientation (LTO) Change efforts should mitigate loss of face or breaking of rules (Kirsch et al., 2011) and be properly timed (Jackson, 2006)
Relationship With Environment Mitigate risks of external locus of control (Rarick et al., 2007)
Belief About Human Nature Jackson, 2006 proposes to distinguish three approaches to management in Africa, based on differing views on human nature; 1) post-
colonial (theory X), 2) post-instrumental (theory Y) and 3) African Renaissance (human goodness). These approaches then inform the 
style of change management and the amount of control imposed. (Jackson, 2006; Rarick et al., 2007)
Activity Orientation Change effort aimed at efficiency and productivity might need to overcome resistance (Rarick et al., 2007), low involvement in the 
change effort (Jackson, 2006)
Relationship Among People Change efforts which follow a centralized approach and emphasize teamwork and group responsibility are more likely to be effective 
(Rarick et al., 2007) Turning the social fabric into an asset is a key driver of success for the change effort (Homan)
Space Orientation If management typology informs space orientation (Jackson, 2006) this could hel identify the preferences for communication and 
process design (Rarick et al., 2007)
Time Orientation The change approach will have to mitigate the past orientation and provide strict planning, with milestones and attaching 
responsibilities to deal with relaxed time orientation (Rarick et al., 2007)
Specific and Diffuse The high compartimentalization could be a result of low motivation, caused in turn by disconnection between work and home life 
(Jackson, 2006). This will influence the effectiveness of change approaches focussing on initiative (Rarick et al., 2007)
Status Attainment Change efforts should put less focus on personal initiative and different methods of rewarding performance should be investigated to 
comply with status ascription (Rarick et al., 2007)
Ethical Orientation Special care shoud be taken to mitigate the risks of particularism. Ethical conduct might result in resistance to change if members 
feel their privilages are taken away. (Jackson, 2006; Rarick et al., 2007)
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2.4.4 Cross-Cultural Change Management and Effectiveness 
Given the sparse attention paid to the management of change across cultures, or the drivers of effectiveness 
in such efforts (Rarick et al., 2007), I shall mainly draw upon the literature surrounding ‘domestic’ change 
management for this section. As with the general discussion on effectiveness in organisational sciences, the 
notions on what drives effectiveness in change management largely depend on the views of the authors 
describing it. These choices can for instance be linked to the four models within the Competing Values 
Framework as drawn up by Quinn and Rohrbaugh (1987). With some authors placing human relations at the 
base of effectiveness in change (Griffith, 2001; Pascale, Millemann & Gioja, 1997; Wissema, 2000), while 
others state that effectiveness depends on learning (Beckhard & Pritchard, 1992; Pascale & Sternin, 2005). Still 
others state that effectiveness depends on rational goals (Bordum, 2010; Ford & Greer, 2005) or on internal 
processes (Harkness, 2000; McNish, 2002). Please refer to Appendix 3 for a detailed overview of effectiveness 
literature linked to the Competing Values Framework. Ideas on effectiveness in change management can also 
be described along lines of universalist or constructionist approaches. Proponents of the universalist school 
generally describe fixed step-by-step plans for effectively managing a change, regardless of the context. Kotter 
(1994) for example, describes eight steps centred on leadership, which are essential to attain effectiveness in a 
change process. Or Steffen (2000) who introduces five golden rules, which if upheld result in effective change 
management, regardless of the cultural context. The constructionist school offers no such predictions and 
regards effective change management as a something which always needs a situational approach (Balogun & 
Hope Hailey, 2006; Homan, 2005). Relevant in light of this study, are those authors who express the need for 
cultural awareness when directing change across cultures. The need to match a change strategy with cultural 
values to attain effectiveness (Andrews & Chompursi , 2001; Graen & Hui, 1996; Jackson & Kotze, 2005; Kirsch 
et al., 2011; Rarick et al., 2007). These examples illustrate the difficulties of finding drivers of effectiveness for 
the management of change, with various authors bringing their own ideas of effectiveness to the table. In 
contrast, the actual measurement of effectiveness in change management is described far less abundantly. 
According to Nutt the literature on change management “seldom connects success with proposed or observed 
practices” (Nutt, 1998). Furthermore, if effectiveness is measured, this is often done through “single 
outcomes” or “dubious indicators used to determine if a decision was adopted or excellence realized” (Nutt, 
1998). Nutt introduces three concepts to measure the effectiveness of implementation; adoption, value and 
efficiency. These describe if the change is successfully implemented, how it is being judged by stakeholders 
and if implementation was succeeded in an efficient manner (Nutt, 1998). This seems to imply that objective 
measurements of project goals are mainly focused on determining efficiency, whereas the effectiveness of the 
change is judged by subjective measures. This view is supported by Alexander (1986), who states that 
subjective judgement by project managers often is a good indicator of actual change effectiveness. According 
to some theorists adaption can be seen as the ultimate measure of success in change efforts (Beyer & Trice, 
1982). Nutt describe this as the pragmatist view (Nutt, 1998). This approach does however describe the central 
goal to be attained in change management, the final implementation of the proposed change (Higgs & 
Rowland, 2000).  
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2.5 Conceptual model and hypotheses 
This final paragraph of the literature review will summarize the findings from the previous sections. The 
outcomes will then be reworked into a conceptual model and a number of hypotheses, which will be tested in 
the empirical section of this research. 
2.5.1 Summary of Review 
The main premise of this study is that national culture impacts perceptions regarding the effectiveness of 
influence tactics. In the literature review, national culture was described as a collective programming of the 
mind, resulting from social construction influenced by problems originating from the environment and guiding 
the behaviour of individuals and societies (Hofstede, 2001). Dimensional frameworks are commonly used to 
describe cultures, distinguishing reactions to fundamental problems faced by societies, for example on how a 
society deals with inequality (Hofstede, 2001). The literature review confirmed that national culture influences 
a wide range of organisational behaviours, ranging from leadership and decision making to influence tactics 
and preferences in organisational change efforts (e.g. Gelfand et al., 2007). Noorderhaven et al. (1996) 
described a number of management behaviours influenced by cultural values in Sub-Saharan Africa, the most 
important of which was linked to power distance. It showed that African managers prefer centralized decision 
making and a reluctance to share information. The predominant style of African management was described as 
authoritarian (Noorderhaven et al., 1996). Furthermore it was found that Dutch and Ghanaian national culture 
mainly diver on the power distance scale (Hofstede, 2012). These insights, the acceptance of large power 
distances in Ghana compared to the Netherlands and the African preference for an authoritarian style of 
management will serve as input for further study. 
 
Influence tactics were described as being part of organisational politics, used to bring about a change in 
others, including changes in behaviours, opinions, attitudes, goals, needs and values (French & Raven, 1959). 
Eleven influence tactics were introduced (Yukl et al., 2008) and linked to a distinction between rational, soft 
and hard influence tactics (Kipnis & Schmidt, 1985). This distinction was found linked to effectiveness in 
various studies, often describing a combination of rational and soft influence tactics as most effective and hard 
influence tactics as detrimental to the influence attempt (Bennebroek Gravenhorst & Boonstra, 1998; Yukl & 
Falbe, 1992). Various studies focussing on the impact of national culture on the perceived effectiveness of 
influence tactics were discussed, most prominently the study by Yukl, Fu and McDonald (2003) of which the 
current study is a replication. These studies found clear differences in the perceptions with regard to 
effectiveness of influence tactics between cultures, often indicating a greater acceptance of hard influence 
tactics in countries which are described as supporting large power distances (Koopman & Boonstra, 2005; 
Pasa, 2000; Qiadan, 2011; Schermerhorn & Bond, 1991). This also raises questions on the statement presented 
earlier, on the perceived effectiveness of hard influence. These insights, on power distance and preferences in 
influence tactics will serve as input for further study. 
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Lastly, the literature review looked into the importance of influence tactics for change efforts and provided 
some insights into theories surrounding cross-cultural change efforts. It described a distinction between the 
universalistic and contingency schools of change management. With universalistic school describing a “one 
size fits all” view on change efforts, whereas the contingency school promotes adapting the change effort to 
cultural values. Rarick et al. (2007) provide a framework incorporating 14 cultural dimensions which can help 
guide cross-cultural change efforts in Ghana. One finding relevant for the current study is linked to the power 
distance scale, stating that change management in Ghana is directed more at controlling the change cycle, less 
directed towards participation, with little worker initiative (Jackson, 2006; Rarick et al., 2007). This insight will 
serve as input for further research. 
 
These findings are foundational for the conceptual model and hypotheses which will guide the further 
research. These will be outlined below. 
2.5.2. Conceptual Model 
The literature review indicated the importance of influence tactics for managerial effectiveness, the role of 
influence tactics in change management (e.g. Boonstra, 2003) and intercultural management (e.g. Pasa, 2000), 
the importance of matching change strategy with cultural values (e.g. Rarick et al., 2007) and the large 
difference in accepted power distance between Ghanaian and Dutch society (e.g. Hofstede, 2001). These 
findings are in line with findings from previous studies. The current research is a replication of these earlier 
studies investigating the role of culture in the perceived effectiveness of influence tactics in change efforts, 
especially those by Yukl and Fu (2000) and Yukl, Fu & McDonald (2003). My study aims to test these existing 
theories. Building from these findings the original conceptual model can be extended slightly, to also include 
actual effectiveness in the change effort if middle managers do adapt their influence tactics to match cultural 
preferences. The connection in the conceptual model does remain a dotted line because the actual 
effectiveness will not be part of this enquiry. 
 
 
Figure 3: Conceptual model 
 
  
Influence 
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2.5.3 Hypotheses  
Based on the literature review and the conceptual model a number of hypotheses can be drawn up which 
should help answer the main question for this research;  
“How do the perceptions of Dutch and Ghanaian middle managers diver with respect to the effectiveness of 
influence tactics available in a change situation?” 
 
Below, the hypotheses which form the basis for this research are listed and further operationalized, these 
hypotheses are based on the literature review (Falbe & Yukl, 1992; Yukl & Falbe, 1990, 1991; Yukl & Tracy, 
1992; Yukl, Falbe & Youn, 1993) and should help provide more insight in the role of influence tactics in the 
search for effectiveness of Dutch expatriates directing change in Ghana. The scoring of these hypotheses and 
linking them to the central question of the research will be done in chapter 4, presenting the outcomes of the 
study. Chapter 5 will present the final conclusions and recommendations. The research tools mentioned here 
will be explained in more detail in chapter 3, describing the methodology.  
 
Hypothesis la. Dutch middle managers for the most part ascribe to low levels of power distance. 
Hypothesis Ib. Ghanaian middle managers generally support higher levels of power distance. 
 
Power distance can be defines as “the degree of inequality in power between a less powerful Individual (I) and 
a more powerful Other (O), in which I and O belong to the same social system” (Hofstede, 2001). Various 
studies indicate a higher level of accepted power distance in African cultures (Blunt & Jones, 1996; Hofstede, 
2001; Jackson, 2007; Noorderhaven & Tidjani, 2001) in contrast to lower levels of accepted power distance in 
the Netherlands. These hypotheses will be tested using the Values Survey Module. 
 
Hypothesis 2a. Dutch middle managers will indicate higher frequencies of use for soft and rational influence 
tactics compared to the Ghanaian sample. 
Hypothesis 2b. Ghanaian middle managers will indicate more use of hard influence tactics and more use of 
relational tactics, such as ingratiation and personal appeals. 
Hypothesis 2c. Both Dutch and Ghanaian middle managers expect rational influence tactics to be used with 
the greatest frequency. 
 
The Dutch middle managers will predominantly rely on the influence tactics they prefer culturally (Koopmans 
& Boonstra, 2005) and which are seen as most effective in Dutch change efforts (Bennebroek Gravenhorst & 
Boonstra, 1997; 1998). The same goes for the Ghanaian middle managers, however both Dutch and Ghanaian 
managers expect rational influence tactics to be used most frequently. 
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Hypothesis 3a. Ghanaian middle managers are less opposed to hard influence tactics such as pressure, 
coalition forming and legitimating. 
Hypothesis 3b. Dutch middle managers will value soft influence tactics as more effective, and will renounce 
hard tactics as ineffective. 
 Hypothesis 3c. Both Dutch and Ghanaian middle managers will describe rational influence tactics as most 
effective. 
 
Ghanaian society is expected to scores high on the power distance scale, which would lead people to accept a 
hierarchical order in which everybody has a place which needs no further justification. This allows for the use 
of influence tactics which are generally seen as authoritarian (Qiadan et al., 2011; Schermerhorn & Bond, 
1992; Yukl et al., 2003). The Netherlands in contrast is expected to scores low on this dimension, which results 
in a dislike of control and an informal attitude towards managers, this leads to a preference for soft influence 
tactics, such as consultation or inspirational appeals (Bennebroek Gravenhorst & Boonstra, 1997, 1998; 
Koopmans & Boonstra, 2005). Rational influence tactics are universally accepted, regardless of direction of 
influence (Kipnis et al., 1980); influence goal (Keys & Case, 1990) or national culture (Schermerhorn & Bond, 
1991; Yukl et al., 2003), and as such will be supported by both parties. 
 
These hypotheses will be tested using an online questionnaire which will be distributed amongst Dutch and 
Ghanaian middle managers. The design of this questionnaire is discussed in more detail in the next chapter.
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3 Methodology 
In this chapter the research design and methodology for this study will be explained and justified. The first 
paragraph will provide some additional backgrounds on the choices in the research design. Paragraph 3.2 will 
discuss the sample collection, the choices made in respondents and the process of gathering information. 
Subsequently, in paragraph 3.3 the data-gathering instruments will be described, paragraph 3.4 will link the 
hypotheses discussed in the previous chapter to the various sections of the questionnaire. 
3.1 Background to the research 
As indicated in the literature review, my research is a replication of a study by Yukl, Fu and McDonald (2003) in 
which they explored cross-cultural difference in the perceived effectiveness of influence tactics used for 
initiating or resisting change. Their basic premise, that values and beliefs arising from national culture impacts 
these perceptions, is widely supported by the literature (Fu & Yukl, 2000; Fu et al, 2004; Koopman & Boonstra, 
2005; Pasa, 2000; Qiadan et al., 2011; Rao et al., 1997; Schermerhorn & Bond, 1991). However, the study by 
Yukl et al. (2003) is the only readily available research specifically directed at a change context. For the present 
research I am interested in the use of influence tactics in a context of cross-cultural change. In this setting, I 
will be looking into the differences in perceived effectiveness of influence tactics between Dutch and Ghanaian 
middle managers, thus leading to the following central question: 
 
“How do the perceptions of Dutch and Ghanaian middle managers diver with respect to the effectiveness of 
available influence tactics in change situations?” 
 
Answering this question should help create more insight into the Dutch and Ghanaian perceptions and 
preferences with respect to the use of influence tactics in change efforts. The insights coming from this study 
could be helpful to both Dutch and Ghanaian middle managers employing influence tactics in a cross-cultural 
setting. Furthermore, by extending the findings from Yukl et al. to a new context, the current study could 
provide a more general insight into the effectiveness of middle managers involved in organisational change 
efforts in a cross-cultural context.  
The current research is a test of existing theories in a new context. It is a replication of the study by Yukl et al. 
(2003), however the research method is largely copied from a study by Qiadan et al. (2011). Qiadan et al. used 
the Influence Behaviour Questionnaire developed by Yukl et al. (2008) and combined this with the Value 
Survey Module developed by Hofstede et al. (2008) to explore how culture impacts the perceived effectiveness 
of influence tactics. This set-up closely matches the requirements of the present study. Data for this 
quantitative research will be gathered using an online questionnaire, created in QuestBack . The respondents 
will be asked to indicate the frequency with which they employ the eleven influence tactics introduced in the 
IBQ. They will also be asked to judge the effectiveness of each of these influence tactics in three different 
change scenarios. Lastly, they will be requested to respond to a number of statements relating to cultural 
values. The outcomes from this research should help test the hypotheses presented in the previous chapter.  
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3.2 Sample Selection  
For this study two groups of respondents were approached; first a specific target audience was reached 
through an organisation linked to the Dutch embassy in Ghana. A second, more ad-hoc, group of participants 
was reached via a LinkedIn group set up for Ghanaian managers and advisors. All participants received a link to 
the questionnaire. The questionnaire itself was available from April 4
th
 until April 26
th
. Please refer to Appendix 
4 for the invitation letter. The first group of respondents consisted of both Dutch and Ghanaian middle 
managers who are members of a networking organisation for Dutch and Ghanaian companies, named 
Ghanecc. This organisation, the Ghana  - Netherlands Chamber of Commerce, was established as a go between 
for Dutch and Ghanaian companies interested in setting up business relationships with the other country. 
Examples of Dutch companies who are Ghanecc members are: Ballast Nedam, Phillips, Royal Haskoning, Shell 
and  Unilever. A total of 98 Ghanecc members were asked to complete the online questionnaire set-up in 
QuestBack. In addition they were supplied with a link to the questionnaire which could be forwarded to other 
interested middle managers in their organisation. In addition to this group, a less formal sample was contacted 
through LinkedIn, mainly aimed at increasing the validity of data by providing a wider sample base. As such, 
the participants to this study make up a convenience sample, they for example represent different industries 
which could lead to low homogeneity of the sample group. Chapter 4 contains a more detailed overview of the 
respondents, it will also discuss the requirements for the group of respondents.  
3.3 Data Gathering Instruments 
The online questionnaire used for this study followed a design similar to that of Qiadan et al. (2011), which 
used the Influence Behaviour Questionnaire by Yukl, Seifert and Chavez (2008) and the Value Surveys Module 
by Hofstede, Hofstede, Minkov and Vinken (2008) as a basis. The advantage of using this design and the 
underlying questionnaires lays in the fact that these research tools have already been used in numerous 
studies and have been validated extensively by the researchers which designed them. Some small adjustments 
were made to the design used by Qiadan et al. (2011); the present study for example uses three different 
change scenarios, for which the participants were asked to judge the effectiveness of the different influence 
tactics. These scenarios will be explained in some detail in the next subparagraph. First the two research tools 
foundational to the current study will be introduced. 
3.3.1 Influence Behaviour Questionnaire 
The latest version of the Influence Behaviour Questionnaire (IBQ) was used to test the perceptions with regard 
to effectiveness and frequency of use of the different influence tactics. Influence behaviour can be 
investigated using various methods, ranging from direct observation and diaries to laboratory experiments 
such as role playing. However given the limitations of the present study, I will use a behaviour description 
questionnaire for this research. There are two main questionnaires for describing influence behaviour, the 
Profiles of Organisational Influence Strategies, developed and tested by Kipnis et al. (1980) and the IBQ, first 
described and tested by Yukl, Lepsinger and Lucia in 1992 (Yukl et al., 2008). The POIS was used in much of the 
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early research into influence behaviour, however was found to be incomplete and in addition, researchers had 
to pay to use the POIS questionnaire (Yukl et al., 2008). The IQB conversely is available free of charge and is 
used in much of the recent research on influence behaviour. For these reasons I shall also make use of the 
extended IBQ, described and tested by Yukl et al. (2008). The IBQ questionnaire normally consists of 44 
statements, four for each influence tactic. However for the current research it was decided to only use the 11 
influence tactics and ask the respondents to judge their perception with regard to effectiveness in three 
different change scenario’s and the frequency with which the influence tactics were used. This method was 
copied from Qiadan et al. (2011), who found that respondents were reluctant to answer lengthy 
questionnaires. Qiadan et al. also indicate that it is not uncommon for studies to employ single-item measures. 
For the current research using this abbreviated version was almost essential seeing that the respondents are 
asked to indicate perceived effectiveness in three scenarios and estimated frequency of use for each of the 11 
influence tactics. Using the full questionnaire in this design would result in 176 influence tactics to judge. 
3.3.2 Values Survey Module 
Cultural values were examined using the eighth version of the Values Survey Module developed by Hofstede et 
al. (2008). This questionnaire builds on the original value survey module used by Hofstede which he introduced 
in his 1980 publication of Cultures Consequence. The original questionnaire is slightly expanded to incorporate 
two additional cultural dimensions to the existing five dimensions. This has led to a 28-item scale, in which the 
seven dimensions are all comprised of four questions each. The following dimensions are studied; 
 
Dimension Aimed at
Power distance (PDI) Investigating  human inequality
Individualism versus collectivism (IDV) Investigating the integration of individuals into primary groups
Masculinity versus femininity (MAS) Investigating the division of emotional roles between man and 
women
Uncertainty avoidance (UAI) Investigating the level of stress in a soiety in the face of an 
unknown future
Long-term versus Short-term 
Orientation (LTO)
Investigating the choice of focus for people's efforts: the future 
or the present
Indulgence versus Restraint (IVR) Investigating a societies choices in gratifying desires: 
indulgence or restraint
Monumentalism versus Self-
Effacement (MON)
Investigating a societies choices for flexibility and humility or 
conservatism
 
Table 9: Dimensions studied in the VSM  
For the final research only the questions with respect to power distance will be retained. However for 
consistency sake and for future reference the other questions were maintained in the questionnaire. Below a 
more detailed description of the setup for the questionnaire is presented. 
3.4 Questionnaire 
As indicated earlier, the research will be conducted using an online questionnaire set up in QuestBack. The 
questionnaire makes use of the data gathering instrument described above. The questionnaire consists of four 
sections, the first of which deals with descriptive statistics to gather information on the respondents. 
Respondents will be asked to supply information on for example: nationality, gender, age, role within the 
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organisation and the industry in which they work. For the final research only nationality will be used as an 
independent variable. Section two contains questions on the rate with which the 11 influence tactics are used, 
it should reflect the frequency with which each influence tactic is used within the respondent´s organisation. 
These questions should help test the second set of hypotheses described in chapter 2, dealing with frequency 
of use. The third section deals with the actual perceptions of the respondents with respect to the effectiveness 
of influence tactics in three scenario´s. These scenarios were adapted from earlier research by Fu and Yukl 
(2000) and Yukl, Fu and McDonald (2003) and were rewritten slightly to reflect three scenario´s with different 
directionalities, distinguishing between downward, lateral and upward influence. This directionality of 
exercising influence is central to the role of middle managers and therefore an important aspect of the present 
study. The following three scenarios were included; 
 
Scenario 1 (downward; professional relationship; task-related objective).  
The manager wants to assign a subordinate a role in a change project that is only distantly related to 
his job. The subordinate is reluctant to take on the task, because his current job responsibilities are 
already overwhelming. How effective would each tactic be to influence the subordinate to do the 
task? 
 
Scenario 2 (lateral; professional relationship; task-related objective).  
The production manager has an innovative idea to restructure the production line in a way to would 
greatly reduce costs and increase profits, but implementation of the idea would involve a big 
investment in new equipment, as well as hiring and training new technical personnel. To make the 
change requires the approval of the facility manager who is a lifetime friend. The production manager 
knows that the facility manager is reluctant to make risky decisions. How effective would each tactic 
be for influencing the facility manager to approve the proposed change? 
 
Scenario 3 (upward; professional relationship; task-related objective).  
The production manager was asked by the facility manager (who is his boss) to make changes in the 
work procedures. The production manager believes that the requested changes would have a 
negative impact on production, but he is not sure about the best way to respond to the facility 
manager. How effective would each tactic be if used by the production manager to respond to the 
facility manager? 
  
These items should provide insight in the perceived effectiveness of influence tactics used in three different 
situations, the outcomes from this section should help test the third set of hypotheses introduced in paragraph 
2.5, aimed at the effectiveness of influence tactics. The final section of the questionnaire deals with cultural 
factors, for this research the Values Survey Module was used. For the final research only the outcomes related 
to the power distance scale will be used, these outcomes should help test the first group of hypotheses 
introduced in chapter 2.  
 
Appendix 4 contains the integral version of the QuestBack survey distributed to the respondents. 
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4 Results 
This chapter lists the results gathered from the online questionnaires. First the key results from the research 
are provided, highlighting the main outcomes. Next, a detailed insight into the participants to the online 
questionnaire is given. Paragraph 4.3 takes a closer look at the variables studied and explores if the 11 
individual influence tactics can be combined to form the overarching rational, soft and hard influence tactics. 
Lastly, paragraph 4.4 describes the results from the MANOVA’s used for testing the hypotheses and 
summarizes the results from the study. 
4.1 Key results  
The outcomes of the research indicate that the Dutch and Ghanaian middle managers included in the sample 
vary significantly on preferred power distance (F >14.0, p <0.00). Where Dutch middle managers ascribe to a 
limited power distance and Ghanaians indicate a preference for large power distances. The perceived 
effectiveness of influence tactics differs mainly for hard influence tactics, with Ghanaian middle managers 
indicated higher perceived effectiveness of hard tactics for each of the three change scenarios (F >28.8, p 
<0.00). No significant differences were found with respect to the soft and rational influence tactics. With 
respect to the frequency of use of influence tactics, a significant difference was found only for the frequency of 
use of hard influence tactics (F 27.2, p <0.00). Ghanaians indicate more use of this group of influence tactics. 
No significant differences were found for the other two groups of influence tactics. Based on these outcomes 
the central premise of this research is supported, Ghanaian and Dutch middle managers do have different 
perceptions with respect to the perceived effectiveness of influence tactics. These are however mainly related 
to the perceptions towards hard influence tactics. These differences are consistent with differences in the 
accepted power distance. The hypotheses underlying this study have been accepted for the most part, 
however some could be confirmed only partially. 
4.2 Respondents  
This paragraph provides a detailed account of the participants to this study. The questionnaire has provided 
several descriptive insights into the group of respondents, but for the purposes of the current study only 
nationality is retained as an independent variable for further analysis. Still, for sake of completeness and in 
order to provide additional insight in the generalizability of the study, a detailed overview of respondents is 
provided here. The following items will be discussed; nationality, gender, age, education level, industry and 
size of the organisation. 118 respondents partook in the research, 21 of which were reached through Ghanecc 
(return rate 21%), the other participants either received a link to the questionnaire from other respondents, or 
reacted on a notice posted on a discussion page of the Ghana Professionals Network group on LinkedIn. Of the 
118 respondents 72 were included in the study, 46 respondents had to be removed either because they had a 
different nationality, were not middle managers, worked for an NGO or because of questionable data quality. 
The following subparagraphs contain a detailed insight into the descriptive statistics of the retained data set. 
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4.2.1 Nationality 
 
The respondents show a balanced distribution across nationalities, with slightly more Ghanaian participating in 
the study. This uneven distribution is not expected to lead to difficulties in the further analysis of outcomes, 
the requirements for variance analyses are met (De Vocht, 2011). Furthermore, both groups contain at least 25 
persons, a key requirement for using the outcomes of the VSM questionnaire (Hofstede et al., 2008). 
Nationality is the moderating variable in this research, thereby aligning the current study with various scholars 
who have attributed differences in the perceived effectiveness of influence tactics to variations in national 
cultural and national traditions (e.g. Koopman & Boonstra, 2005; Fu & Yukl, 2000; Yukl, Fu & McDonald, 2003).  
4.2.2 Gender 
 
An absolute majority of respondents to this study was male, with only 9 female respondents in the final 
dataset against 63 male respondents. Given this uneven distribution of participants across the sexes, it is of 
little use to draw statistical inferences on this cross-section of the sample (De Vocht, 2011). Despite earlier 
research pointing towards differences in preferred influence tactics between male and female respondent 
(Barbuto, Fritz, Matkin, & Marx, 2007; Ragins & Sundstrom, 1989; Stoeberl et al., 1998), this dimension will not 
be included in the further research. 
4.2.3 Age 
 
A majority (74%) of the respondents fall in the 35-39 and 40-49 age brackets, indicating a relatively young 
population of middle managers. As indicated earlier, age will not be used for further analysis in this research. A 
cursory review of the available literature on influence tactics reveals that little attention is paid to age in 
relation to the use of influence tactics (Barbuto et al., 2007). 
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4.2.4 Education 
 
The scale for this item, looking into the level of education, was copied from two earlier studies comparing 
international samples (Hofstede et al., 2008; House et al., 2007). Due to the differences in educational 
systems, it is difficult to include a scale for education which does not confuse either nationality. To avoid 
having to work with different questionnaires for both groups, a number of years of formal education was 
chosen as a basis. The distribution shows a general high level of education. For the Dutch samples the modal 
value of 16 years of schooling means at least higher business education, for the Ghanaian sample it indicates a 
university degree. A review of the literature shows that little attention is directed to the relations between 
education level and preferences in influence tactics used (Barbuto et al., 2007). In the current research no 
attention will be devoted to this variable. 
4.2.5 Type of organisation 
 
Given the difficulties in reaching a homogenous research group, a convenience sample was taken for this 
study. As a result, a broad spectrum of organisation types was included in the sample. For the questionnaire, 
the NAICS was used as a basis to distinguishing between various industries. Above graph indicates a high 
incidence of construction and manufacturing companies. This is mainly caused by respondents from the 
Ghanecc sample who forwarded the link to the questionnaire to other organisation members. The available 
literature on influence tactics does recognize a significant influence of organisation type on influence tactics 
used (Mehta & Krishnan, 2000), given that industry type is indicative of the culture within the organisation. 
This bias could be avoided by taking respondents from a single industry, however much of the earlier research 
into influence tactics also took convenience samples, including a variety of industries (e.g. Yukl et al., 2003). 
Industry type will not be used for further analysis. 
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4.2.7 Organisation size 
 
The participants represent organisations with widely differing organisation sizes. Organisation size could 
influences behaviour within organisations, mainly due to its influence on organisational culture (Mehta & 
Krishnan, 2000); still for the current research these effects will not be taken into account.  
 
Apart from nationality, all other items have relatively small sample sizes, which would exclude them for 
reliable statistical analysis (De Vocht, 2011). For the current research only nationality and the relation between 
nationality and cultural values will be subject of investigation. Paragraph 4.4 provides a detailed view of the 
relation between nationality and cultural values and their influence on the perceived effectiveness of influence 
tactics used in an organisational change setting. However first the variables under investigation will be tested 
for validity to determine if they can be used for further statistical analyses. 
4.3 Variable testing 
The results from the online questionnaire were analysed using SPSS. First the dataset gathered from 
QuestBack was exported to Excel for error-testing and to rework the dataset so it only contained those 
respondents and questionnaire items which were required for the final research. From the original 118 
respondents only 72 were included for further research. As indicated earlier, 46 respondent were deleted from 
the dataset because they had a different nationality (n=9 ); were not middle managers (n=30.); worked for an 
NGO (n=2) or because the questionnaire results were unreliable (n=5). Next, all questionnaire items not 
necessary for further research were removed from the dataset. This was desirable because of the large 
number of variables contained in the original dataset. By excluding the 24 items from the Values Survey 
Module section not related to power distance, the dataset was reduced to 48 variables. The remaining 
variables could be divided into three separate groups of questionnaire items. The first group looking into the 
frequency of use of the different influence tactics studied, the second dealing with the perceived effectiveness 
of the influence tactics in three different scenarios describing change efforts, and the third groups directed at 
the power distance scale. For the first two groups of questionnaire items, dealing with the eleven influence 
tactics, a further grouping needs to be made to enable the testing of hypotheses. The underlying items, 
describing the various influence tactics need to be recoded into rational, soft or hard influence tactics conform 
the classification introduces in paragraph 2.3.2 dealing with influence tactics (table 5). This reclassification 
would lead to a reduction of variables studied for this section from 44 to 12 items and would enable the 
testing of the hypotheses. An additional reduction of the dataset could be realised by combining the four 
questions related to power distance into one variable.  
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Large sets of possibly related items can be reduced by performing factor analysis or by performing a reliability 
analysis for these variables. In order to test if the combination of items into overall categories as proposed 
above was useful and valid, both types of analyses were performed on the groups of variables.  
 
First, reliability analyses were performed on the variables for the five overall groups of questionnaire items. 
For each group the validity of combining items into overall groups was 
tested by having SPSS calculate Cronbach´s Alpha for these groups. 
Cronbach´s alpha gives an indication of the degree to which various 
questionnaire items measure an underlying concept. The value of Alpha 
for the items under investigation should equal or exceed α 0.7 to 
confidently state that items are related. SPSS allows for checking Cronbach´s Alpha with an additional insight 
into what the Alpha would be if one item would be removed from the questionnaire. Successive testing of the 
different items which should be grouped, proved that Cronbach’s Alpha was highest when following the 
grouping into rational tactic, soft tactics and hard influence tactics. The results of these test are summarized in 
table 8 which is recorded below, a detailed overview of the analyses is available in Appendix 5. 
   
Approx. Chi-
square Significance
Frequency - Soft tactics 6 0,710 FREQ_EXC 0,692 89,1 0,000
Frequency - Hard Tactics 3 0,421 0,540 11,2 0,011
Scenario 2 - Soft Tactics 6 0,881 SCE1_CON 0,862 229,8 0,000
Scenario 2 - Hard Tactics 3 0,810 0,700 71,2 0,000
Scenario 2 - Soft Tactics 6 0,819 SCE2_CON 0,808 169,0 0,000
Scenario 2 - Hard Tactics 3 0,783 0,704 58,6 0,000
Scenario 3 - Soft Tactics 6 0,832 SCE3_CON 0,836 142,6 0,000
Scenario 3 - Hard Tactics 3 0,775 0,685 58,2 0,000
Power distance 4 0,508 0,631 20,6 0,002
*Kaiser-Meyer-Olk in Measure of Sampling Adequacy
Variables Items
Cronbach's 
Alpha
Items 
Removed KMO*
Barlett's Test of Sphericity
 
Table 9: Results reliability and factor analyses 
The reliability analyses on each of the groups of variables resulted in significant Alpha’s for all but two 
combined variables, the power distance (α 0.508) and frequency of use of hard tactics groups (α 0.421). 
Additional testing was done on the groups using factor analysis to determine if the items needed removing, or 
whether the low Alpha score was attributable to ‘between group differences’. The summarized results from 
the factor analyses on the different grouped variables are also available from table 8, again a detailed record is 
available in Appendix 6. The factor analysis results here are condensed to the Kaiser-Mayer-Olkin measure of 
sampling adequacy and the approximate Chi-square derived from Barlett’s Test of Sphericity. All values for the 
KMO are above 0,5 which is a requirement for combination of the underlying. The approximate Chi-squares 
also indicate a strong relation between underlying variables. Above table to a large extent confirms the 
usefulness of combining the different questions into a smaller number of variables, especially the soft tactic 
scales show strong similarities. This could be explained by similarities in scoring the effectiveness of soft 
influence tactics between the Dutch and Ghanaian sample. This could account for the high internal consistency 
of that scale, conversely this could also account for the weaker internal consistency of the hard influence 
tactics scale, for which the effectiveness is probably judged quite different between the Dutch and Ghanaian 
Item
Frequency of use for influence tactics
Effectiveness influence tactics - Scenario 1
Effectiveness influence tactics - Scenario 2
Effectiveness influence tactics - Scenario 3
Power distance
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sample. All but two of the combined variables result in calculated Cronbach’s Alpha values higher than α 0.7. A 
key requirement for reliably correlated items. In four cases, items were removed to increase the Alpha score. 
Striking in this sense is the persistent exclusion of the consultation tactic. Based on these outcomes it would be 
prudent to not combine the Frequency – Hard Tactics scale and the Power distance scale. However, the factor 
analysis did show a satisfactory outcome and for now the proposed grouping of variables will be used for 
further analysis. 
 
Based on these tests the results from the questionnaire were combined and recoded into thirteen variables 
which were then tested for correlations using a number of MANOVA tests. The outcomes will be discussed in 
the following paragraph.  
4.4  Testing the hypotheses 
The basic premise of this study is that the perceived effectiveness of influence tactics used in change efforts 
are significantly related to cultural values and traditions. This theory was first proposed and tested by Yukl, Fu 
and McDonald (2003) which serves as the basis for the current research. The underlying assumption, that 
national culture significantly influences organisational behaviour was amply supported by findings from the 
literature review (e.g. Gelfand et al., 2007; Kirkman et al., 2006; Tsui et al., 2007), which all verified the 
significant influence of national culture on various kinds of organisational behaviours. Based on the literature 
review eight hypotheses were formulated, which served as the basis for the further empirical research. These 
hypotheses were tested using an online questionnaire; the responses to this questionnaire were then subject 
to statistical analyses. To test if nationality indeed influences perception with regard to effectiveness and 
frequency of use, multivariate testing has been done using SPSS. The findings from these MANOVAs will be 
discussed here.  
 
The first two hypotheses tested here deal with cultural values, and presuppose that Ghanaian and Dutch 
middle managers have different preferences with regard to power distance. The second set of hypotheses 
deals with the estimated frequency with which the influence tactics are used, with a higher expected 
frequency of hard influence tactics used by Ghanaian middle managers, predominantly soft influence tactics 
used by Dutch middle managers and few differences in the use of rational influence tactics.  The final set of 
hypotheses deal with the perceived effectiveness of influence tactics used in three different scenarios, with 
the expectation that Dutch middle managers perceive soft influence as most effective and judge hard influence 
tactics as ineffective. Ghanaian middle managers are expected to have a more positive judgement of hard 
influence tactics, but to also show a preference for rational and soft influence tactics. Both Dutch and 
Ghanaian middle managers are expected to have a clear preference for the use of rational influence tactics. 
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4.4.1 Power distance 
The four items related to power distance were ultimately tested separately and not as a combined variable 
due to the low reliability of the construct, the low Cronbach’s Alpha score (α 0.508) proved to be a better 
indication of construct unreliability than the positive KMO scores (0.631). Table 9 shows a summary of results 
from the MANOVA’s for power distance (detailed tables are available from Appendix 7). Please note that two 
questionnaire items were re-coded in SPSS (#25 + #49) to make the scale items comparable. Scores range from 
1 to 5, respectively indicating a low to high scores on power distance.  
 
Table 10: Power distance 
 Hypothesis la. Dutch middle managers for the most part ascribe to low levels of power distance. 
The results from the questionnaire indicate low scores on the power distance scale. The responses by the 
Dutch middle managers trend towards the lower end of the power distance scale, with an average score of 
2.19 on a 1 to 5 scale. Hypothesis 1a is supported by the research. 
 
 Hypothesis Ib. Ghanaian middle managers generally support higher levels of power distance. 
The results from the questionnaire indicate higher scores for the Ghanaian middle managers on the power 
distance scale in comparison to the Dutch sample. Still, the differences are not very large, the average score of 
the Ghanaian sample amounts to 3.09 one point higher on the 1 to 5 scale compared to the average of the 
Dutch sample. Still, the hypothesis is supported by the results, Ghanaian middle managers do support higher 
levels of power distance. Hypothesis 1b is supported by the research. 
 
Overall, the results support the claim that scores on the power distance scale differ between Dutch and 
Ghanaian middle managers. Results for three of the four items are significantly different between both groups. 
The F values for these items are clearly above 1, indicating a higher between group than in-group variance, 
coupled with strong significance (p <0.05). Only the last item (# 49), related to matrix organisations, did not 
show a significant between group difference (F 1.6, p 2.07), with scores from the Ghanaian sample trending 
towards that of the Dutch middle managers in the sample. This indicates an openness amongst both Dutch and 
Ghanaian middle managers for matrix organisations. Apart from this item, differences in nationality explain 
much of the variance in scores on the power distance scale, with high Eta square scores (explaining 55% to 
16.7% of the variance based on nationality). The findings support the hypotheses and proves that national 
culture significantly influences values with respect to accepted inequality within a society as predicted by 
various earlier studies (e.g. Pasa, 2000; Qiadan et al., 2011; Yukl et al, 2003). 
Item Ghanaian Dutch F Sign Eta square
25: (Recoded) Have a boss (direct superior) 
you can respect
3,72 2,38 85,647 ,000 ,550
30: Be consulted by your boss in decisions 
involving your work
3,07 2,00 18,551 ,000 ,209
46: How often, in your experience, are 
subordinates afraid to contradict their boss (or 
students their teacher?)
2,63 2,00 14,039 ,000 ,167
49: (Recoded) An organization structure in 
which certain subordinates have two bosses 
should be avoided at all cost
2,79 2,41 1,622 ,207 ,023
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4.4.2 Frequency of use 
The tests for frequency of use for the different influence tactics were done using the combined variables 
discussed in the previous paragraph, only distinguishing between rational, soft and hard influence tactics. 
Table 10 shows a summary of results from the MANOVA’s for frequency of use (detailed tables are available 
from Appendix 7). Please note that the combined hard influence tactic, which scored low on both Cronbach’s 
Alpha (α 0.421) and the KMO (0.540) was included here. The frequency scale used here runs from 1 to 5, 
describing ‘no recollection of the tactic being used’ to ‘used very often’. 
 
 
Table 11: Frequency of use 
 Hypothesis 2a. Dutch middle managers will indicate higher frequencies of use for soft and rational 
influence tactics compared to the Ghanaian sample. 
The results do not indicate more frequent use of rational or soft influence tactics by Dutch middle managers 
compared to the Ghanaian sample. Dutch middle managers report similar frequencies for these type of 
influence tactics, as such the hypothesis has to be rejected. Hypothesis 2a is rejected. 
 
 Hypothesis 2b. Ghanaian middle managers will indicate more use of hard influence tactics and more use of 
relational tactics, such as ingratiation and personal appeals. 
Hypothesis cannot fully be supported by the outcomes from the MANOVA’s. Ghanaian middle managers 
indeed do report more frequent use of hard tactics, however the ‘relational tactics’ were not analysed and 
compared in the MANOVA’s used for the study. Only the aggregated variable soft tactics, under which both 
ingratiation and personal appeals fall, was tested. The reported frequency of use of soft tactics is almost equal 
between the Dutch and Ghanaian sample. Still, the higher reported frequency of hard tactics is proved by the 
results from the study, therefore hypothesis 2b is partially supported by the results. Hypothesis 2b is partially 
supported by the research. 
 
 Hypothesis 2c. Both Dutch and Ghanaian middle managers expect rational influence tactics to be used with 
the greatest frequency. 
Hypothesis was clearly supported by the result from the study. Both the Dutch and Ghanaian samples indicate 
a very high frequency of use of this type of influence tactics. 
 
Overall, the results do not clearly support the claims on the frequency of use. The only significant between 
group difference is seen for the hard influence tactics group (F 27.2, p< 0.05). This finding does support part of 
the claim, by proving that Dutch and Ghanaian middle managers significantly differ with respect to frequency 
with which hard influence tactics are used. For hard tactics the Eta square indicates that 28% of the variance in 
use of hard influence tactics is explained by nationality. No significant difference between both groups was 
found for the use of soft- and rational influence tactics (p >0.05). 
Item Ghanaian Dutch F Sign
Eta 
square
Frequency Rational Tactics 4,79 4,72 0,234 0,630 0,003
Frequency Soft Tactics 3,20 3,25 0,276 0,601 0,004
Frequency Hard Tactics 2,77 2,24 27,237 0,000 0,280
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4.4.3 Perceived effectiveness 
For the perceived effectiveness of influence tactics the results for all three scenarios were combined to form a 
single summarized overview. Table 11 shows the combined results (detailed are available in Appendix 7). The 
perceived effectiveness scale here runs from 1 to 5, describing perceived effectiveness from completely 
ineffective to very effective. 
 
Table 12: Perceived effectiveness 
 Hypothesis 3a. Ghanaian employees are less opposed to hard influence tactics such as pressure, coalition 
forming and legitimating. 
The finding was supported by the outcomes from the research. For all three cases the Ghanaian middle 
managers rate the hard influence tactics as more effective when compared with the Dutch sample. For all 
three scenarios the Ghanaian sample rated the effectiveness of hard influence tactics one scale point above 
the perceived effectiveness of the Dutch sample. The largest difference between the Dutch and Ghanaian 
respondents is visible in scenario 3, which has to do with upward influence. This outcome is rather 
counterintuitive given the large power distance preferred by the Ghanaian sample. Still, the score on this item 
is mainly driven by legitimating and coalition forming tactics, which not necessarily conflicts with wanting to 
uphold a large power distance. Hypothesis 3a was supported by the research. 
 
 Hypothesis 3b. Dutch middle managers will value soft influence tactics as more effective, and will renounce 
hard tactics as ineffective. 
Finding was supported by the results; Dutch middle managers show a larger preference for soft influence 
tactics, on average indicating higher perceived effectiveness of soft influence tactics for the three different 
scenarios. In addition the Dutch middle managers largely denounce hard influence tactics as ineffective. Still, 
the perception with respect to soft influence tactics hardly differs between the two groups of respondents; 
therefore the hypothesis is not fully supported by the results. Hypothesis 3b was partially supported by the 
research. 
 
  Hypothesis 3c. Both Dutch and Ghanaian middle managers will describe rational influence tactics as most 
effective. 
Finding was clearly supported by the research. Regardless of nationality, rational influence tactics were 
considered most effective of all influence tactics available in a change setting, with scores trending to an 
average score of 4.6 on a 5 points scale. Hypothesis 3c was supported by the research. 
 
Item Ghanaian Dutch F Sign
Eta 
square
Scenario 1: Rational Tactics 4,67 4,72 0,11 0,74 0,00
Scenario 1: Soft Tactics 3,51 3,79 3,83 0,05 0,05
Scenario 1: Hard Tactics 3,85 2,82 29,33 0,00 0,30
Scenario 2: Rational Tactics 4,58 4,66 0,17 0,68 0,00
Scenario 2: Soft Tactics 3,39 3,71 5,38 0,02 0,07
Scenario 2: Hard Tactics 3,29 2,21 28,79 0,00 0,29
Scenario 3: Rational Tactics 4,58 4,45 0,54 0,46 0,01
Scenario 3: Soft Tactics 3,38 3,37 0,00 0,96 0,00
Scenario 3: Hard Tactics 3,22 1,93 64,33 0,00 0,48
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The outcomes from the MANOVA’s show that perceptions with respect to effectiveness differ significantly 
between the two groups of middle managers for the use of hard influence tactics (F >28.8, p <0.00) in all three 
scenarios. The Ghanaian middle managers are less opposed to hard influence tactics when compared to the 
Dutch sample. Apart from that, only the perceived effectiveness of soft influence tactics in scenario 1 and 2 
show significant between group variance (F 3.8, p=0.05 and F 5.38, p=0.02). No significant variance is seen 
between the Dutch and Ghanaian sample with respect to the perceived effectiveness of rational influence 
tactics (F < 1, p >0.05). These outcomes were partially predicted by the hypotheses; still a greater difference 
was expected with respect to the perceived effectiveness of soft influence tactics. Ultimately national culture 
is mainly a good predictor of the perceptions towards hard influence tactics, with Eta square scores above 0.29 
for each of the three scenarios. 
 
In conclusion, the outcomes of the research largely support the hypotheses. The results indicated a significant 
differences (F >14.0, p <0.05) in accepted power distance between both groups, with the Dutch sample 
indicating a preference for smaller power distances when compared to the Ghanaian middle managers in the 
study. The variance in the reported frequency of use of the different influence tactics was only significant for 
the hard influence tactics (F 27.2, p <0.05). Rational- and soft influence tactics were used equally by both 
Dutch and Ghanaian middle managers. Furthermore the results indicated a significant variance in the 
perceived effectiveness of hard influence tactics used in change efforts (F >28.8, p <0.00). 
 
Based on these outcomes, the main differences between Dutch and Ghanaian middle managers lay in their 
accepted power distance, the frequency with which hard influence tactics are used and the perceived 
effectiveness of hard influence tactics in change efforts. These outcomes confirm previous studies indicating a 
high power distance in Ghana (Hofstede, 2001; Noorderhaven & Tidjani, 2001) and the perceptions with 
regard to hard influence tactics in societies which support a high power distance (Pasa, 2001; Qiadan et al., 
2011; Yukl et al., 2003). 
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5 Conclusions 
This chapter contains a further discussion of the results presented in the previous chapter. It will answer the 
central research question and discuss the hypotheses which were underlying to this research. The first 
paragraph will summarize the key findings from the study. This will lead to the final conclusion of this research 
which will be dealt with in the discussion in paragraph 5.2. In the third paragraph the implications concerning 
the theory and practice are indicated. The limitations of this research are listed in the paragraph 5.4. The final 
paragraph discusses some possibilities for further research.  
5.1 Key findings 
This research has been a replication of earlier study on the impact of national cultural on the perceived 
effectiveness of influence tactics used to initiate or resist change by Yukl, Fu and McDonald (2003). Their 
research indicated that cultural values directly influence the perceived effectiveness of influence tactics. In the 
current study I have aimed to extend these findings in a Dutch – Ghanaian setting. The main question guiding 
this research has been;  
 
“How do the perceptions of Dutch and Ghanaian middle managers diver with respect to the effectiveness of 
available influence tactics in change situations?” 
 
The results from the research indicate a significant difference between Dutch and Ghanaian middle managers 
with respect to the perceived effectiveness of hard influence tactics. This outcome can be linked to the 
differences in preferred power distance which were also proved by the present study (e.g. Pasa, 2000; Qiadan 
et al., 2011). The research showed that Dutch middle managers generally prefer low levels of power distance, 
whereas Ghanaian middle managers indicated a preference for higher levels of power distance, thereby 
confirming the outcomes from previous research (e.g. Jackson, 2006; Noorderhaven & Tidjani, 2001). The 
perceptions regarding the effectiveness of rational influence tactics did not vary across the groups and only a 
small difference was seen with respect to soft influence tactics. The first outcome was predicted by earlier 
research (e.g. Schermerhorn & Bond, 1991; Yukl et al., 2003), the outcome regarding soft influence tactics was 
not foreseen. Nonetheless, the research confirmed that the perceived effectiveness of influence tactics varies 
between both groups of middle managers and that these differences could be linked to differences in the 
preferred power distance levels. These findings support the statement by Yukl et al. (2003) that national 
culture has a significant impact on the perceived effectiveness of influence tactics. This theory, already widely 
recognized and tested (e.g. Fu et al., 2000; Koopman & Boonstra, 2005; Qiadan et al, 2011), has thus been 
extend to a new context by this research. These findings could help Dutch middle managers leading change 
efforts in Ghana to make a more informed choice with regard to the influence tactics they use. By adapting to 
the cultural context, these Dutch middle managers can increase their effectiveness in directing the change 
effort (Rarick et al., 2007). These and further implications will be discussed in more detail in the following 
subparagraphs.  
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5.1.1 Hypotheses  
The results discussed in the previous chapter indicated that the hypotheses dealing with power distance and 
the perceived effectiveness of influence tactics were supported by the outcomes from this research. The 
hypotheses with respect to the frequency of use of influence tactics were not fully supported by the results.  
 
The hypotheses aimed at national culture indeed turned out the results expected. Ghanaian middle managers 
are generally more in favour of large power distances whereas Dutch middle managers have a more positive 
stance towards low levels of power distance. These findings are in line with much of the research done into 
cultural values in both Ghana and the Netherlands (Hofstede, 2012; Jackson, 2006; Blunt and Jones, 1996; 
Noorderhaven & Tidjani, 2001). However, the Dutch middle managers partaking in the survey did show a 
somewhat more positive stance towards higher power distance then would be expected from earlier research. 
Hofstede (2012) for example, predicts an even larger difference between power distance scores for the 
Netherlands and Ghana. Due to low homogeneity of the group, results are difficult to compare with prior 
research, however the outcomes did show acceptance of higher levels of power distance amongst the Dutch 
sample. A possible explanation could be the emersion in local Ghanaian culture the Dutch middle managers 
are subject to. In extension, it might be the case that Dutch middle managers who favour higher levels of 
power distance are more effective in Ghana and as a result remain in their positions for a longer period of 
time. This finding could be input for further study. 
 
The group of hypotheses aimed at the perceived effectiveness of influence tactics, was also supported by the 
research findings. Dutch middle managers in general perceived a combination of soft and rational influence 
tactics as most effective in a change setting, while judging hard influence tactics as very ineffective. Their 
Ghanaian counterparts on the other hand perceive hard influence tactics as quite effective in the change 
effort. This outcome was predicted by earlier research on the impact of culture on the effectiveness of 
influence tactics, with various researchers indicating more favourable stances towards hard influence tactics in 
societies with high power distances (Pasa, 2000; Qiadan et al., 2011; Schermerhorn & Bond, 1992). The higher 
accepted power distance in Ghanaian society would indicate a general acceptance of differences in control 
over behaviour, and thereby also less opposition toward the use of hard tactics such as constant checking, 
ordering or legitimating. One striking outcome of research was the high perceived effectiveness of hard 
influence tactics used in scenario 3, which dealt with resisting change initiated by a superior, amongst the 
Ghanaian participants to the research. This outcome is counterintuitive seeing that opposing a superior is not 
very accepted in a society typified as supporting high power distances (e.g. Schermerhorn & Bond, 1991, Fu & 
Yukl, 2000). A possible explanation for this could be the fact that many of the Ghanaian middle managers 
included in the study worked for ‘Western’ companies. The organisational culture in these companies might be 
more open to contradicting superiors if the middle manager believes this is for the benefit of the organisation. 
This outcome could be input for further study.  
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The group of hypotheses dealing with the frequency of use of influence tactics has not been completely 
supported by the outcomes of the research. The result indicated little variance with respect to the frequency 
of use for the different groups of influence tactics. The outcomes indicated a slightly higher frequency of use 
for hard influence tactics by the Ghanaian middle managers; however they reported more frequent use of all 
influence tactics. A possible explanation for this could lay in the fact that a large part of the Ghanaian sample 
was working for companies under Dutch management, thus having company values pushing for more use of 
rational and inspirational influence tactics. In addition, many of the Ghanaian respondents enjoyed university 
degree schooling. These courses, despite being taught at Ghanaian universities, are often still dominated by 
‘Western’ management literature, thus excluding more localized views on management. This might have led to 
a dominance of western management techniques in the Ghanaian organisations. 
5.1.2 Conclusion 
The outcomes from the research have shown a strong relation between cultural values and the outcomes of 
perceived effectiveness. This indicates that the differences between Dutch and Ghanaian middle managers can 
be explained by differences in cultural values. With Dutch middle managers having more favourable 
perceptions of soft influence tactics, whereas Ghanaian middle managers are supporting harder influence 
tactics. These findings are a confirmation of the earlier research on influence tactics (e.g. Qiadan et al., 2011; 
Yukl et al., 2003) and support a strong tradition of research proving that Western management techniques and 
ideas are not universally applicable without alterations. The present study for example raises doubts about 
earlier ideas on the effectiveness of influence tactics, which indicated that a combination of rational and soft 
influence tactics are always perceived as most effective and that hard influence tactics should be avoided 
(Boonstra, 2003; Yukl & Falbe, 1992). The study indicates the importance for Dutch middle managers to be 
aware of the Ghanaian preferences with respect to influence tactics. In some cases using hard influence tactics 
can in fact help increase a Dutch middle managers’ effectiveness in leading a change effort in Ghana. 
5.2 Discussion 
The underlying assumption of this research was that cultural values influence the perceived effectiveness of 
influence tactics. The research has proven that national culture indeed influences these perceptions, with 
Dutch middle managers generally championing low levels of power distance, favouring soft influence tactics 
and rejecting hard influence tactics. On the other hand Ghanaian middle managers generally support high 
levels of power distance and have a more favourable view on hard influence tactics. The outcomes of this 
research thereby replicate the findings from earlier studies indicating a relationship between national culture 
and the perceived effectiveness of available influence tactics. This insight could help Dutch managers working 
in Ghana, who are implementing change as part of Foreign Direct Investments, to select more culturally 
accepted influence tactics. Dutch middle managers might be more effective when directing change efforts 
using a more varied mix of influence tactics, not necessarily avoiding hard tactics such as pressure, coalition 
tactics or legitimating tactics. The results from this study indicate that Ghanaian middle managers see hard 
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influence tactics as relatively effective. By adopting locally endorsed influence tactics, the Dutch middle 
managers might be able to increase their effectiveness compared to Dutch middle managers not adopting such 
endorsed influence tactics. Adopting leadership to local circumstances is a real necessity given the globalising 
business community, and as such a major theme in the present management discourse (e.g. Gelfand et al., 
2007; House et al., 2003). The current research combines insights into the impact of culture on various 
management behaviours, such as influence tactics, with another topic central to the management discourse, 
change management. Rarick et al. (2007) is one of the central proponents to a school of management scientist 
which uphold constructionist views on the management of change, indicating the need to adapt change 
strategy to local culture (e.g.  Balogun & Hope Hailey, 2008; Boonstra, 2000). The present research has proved 
the differences in perceived effectiveness of influence tactics between Dutch and Ghanaian middle managers. 
These findings could be used as input by Dutch middle managers when exercising influence in a change 
context in Ghana. By adapting to local behaviour, Dutch middle managers might become more effective when 
directing change than when applying the softer, more Western influence tactics (Rarick et al., 2007). This 
ultimately is the most important outcome of this study, it could contribute to answering the question why 
some middle managers are more effective at directing change in a cross-cultural context than others. 
5.3 Implications on theory and practice 
Impact on theory  
The literature review already indicated the importance and impact of national culture on various 
organisational processes and behaviours. With much of the literature indicating that national culture and 
cultural values influence organisational behaviour (e.g. Gelfand et al., 2007; Kirkman et al., 2006). This study is 
a replication of earlier research on the impact of cultural values on the effectiveness of influence tactics to 
initiate or resist change (Yukl et al., 2003). The contribution this study made to theoretical knowledge is a 
confirmation of the fact that national culture influences organisational behaviour and an extension of the 
theory of Yukl, Fu and McDonald (2003) into a new setting, the Dutch – Ghanaian context. In addition, the 
research indicates the need for further research on this topic. Despite its necessity for business practices, little 
research has been done on cross-cultural change management and how to increase effectiveness in such 
change efforts. 
 
Impact on practice 
The results from this research could be beneficial for Dutch middle managers involved in change efforts in 
Ghana by demonstrating the differences in perceived effectiveness of influence tactics between the two 
societies. It could help Dutch middle managers choose a more effective mix of influence tactics when directing 
change efforts in Ghana. By doing so, the foreign direct investments which are often accompanied by change 
efforts, could become more successful. Leading to economic growth. The findings can also be used as input for 
education programs preparing Dutch middle managers for an assignment in Ghana. By dedicating attention to 
differences in the perceived effectiveness of influence tactics, Dutch middle managers can be better prepared 
for exercising influence in a cross-cultural setting. 
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5.4 Limitations of the research  
The current research has a number of limitations reducing its theoretical and practical significance. In the first 
place, the research focuses on the perceived effectiveness of influence tactics. This in turn says little on the 
real or measured effectiveness of applying the different influence tactics in organisational change processes. 
However, the present study copied this approach from various other studies (e.g. Qiadan et al., 2011; Yukl et 
al., 2003) and the sparse studies measuring actual effectiveness of influence tactics (e.g. Falbe & Yukl, 1992) 
also use perceptions, but then from the target audience of the influence attempt. This shows the difficulties of 
measuring real effectiveness of influence tactics and calls for studies developing an approach to measure this. 
Next, the study only looked into the perceptions of middle managers, which do not necessarily match up with 
the perceptions of employees or senior management. As a result, extending the findings from the research to 
establish a mix of influence tactics could be tricky. It is unknown if the influence tactics perceived by the 
middle managers from this study match up with the perceptions of senior managers or employees. In addition, 
the questionnaire was completely based on self-reports, this could result in self-censoring, and on-stage 
behaviour (Homan, 2005) which not necessarily match the true behaviour or ideas of the middle managers.  
Most importantly, the group of respondents was not homogenous; it contained representatives from various 
companies, both large and small. With different levels of education, from different age groups and both male 
and female respondents. Given this diversity of respondents, it is difficult to estimate if differences in 
responses are impacted by this variance.  
 
Given these limitations the outcomes of the current research should be treated with care, they have little 
validity outside of the current research setting. To solve the limitations and shortcomings from the current 
study some ideas can be given for further research, these will be listed in the next paragraph. 
5.5 Further research  
The research statement recorded in the introduction to this study read as follows;  
 
Gaining more insight in potential differences in the perceived effectiveness of influence tactics across cultures is 
essential for effective cross-cultural change management”. 
 
The validity of this statement was proven in the literature review, which clearly indicated the sparseness of 
research into this field (e.g. Qiadan et al., 2011; Rarick et al., 2007; Yukl et al., 2003), despite the practical 
relevance of such research. Further research, building on the current research could explore at least the 
following three items; 
 
1) Extension of knowledge of cultural values or cultural dimensions in Ghana; currently little research is 
available specifically targeting this topic (see also paragraph 2.2.4). As a result little is known on the 
cultural values or dimensions in Ghana. A sorry fact given the amount of research taking Hofstede’s five 
cultural dimensions and providing more or less tailored solutions to cope with cultural differences with 
specific managerial or organisational behaviour in other cultures (e.g. Gelfand et al., 2007) 
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2) Cross-cultural change management; quite some theories exist on cross-cultural change management and 
how to effectively direct change across cultures (e.g. Cumming & Worley, 2008; Rarick et al., 2007). 
However few of these theories have been tested empirically. Strange given the large number of 
international mergers, foreign direct investments and international cooperation. Gathering more details 
on how such change process work could  be very useful for companies involved in cross-cultural change 
efforts.  
 
3) Measure effectiveness of influence tactics; the present study focussed only on the perceived effectiveness 
of influence tactics, further research should focus on actual effectiveness of influence tactics used in cross-
cultural change efforts. Currently few methods to measure the actual effectiveness of influence tactics for 
a change effort are available. These techniques will need to be developed and tested empirically to 
confidently judge the need for culture specific influence tactics in change efforts. 
 
Still, despite these shortcomings and the limitations of this study, it does give more insight in the perceptions 
of Dutch and Ghanaian middle managers and the difference between these groups, thereby confirming 
findings from earlier studies and extending the theory underlying this research into a new context. The 
outcomes might prove useful for Dutch middle managers directing change in Ghana. Adopting to locally 
preferred influence tactics could even increase the effectiveness of thee middle managers, providing new 
insights into the question why some middle managers are more effective at directing cross-cultural change 
than others. 
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Appendix 1 –  Review of African Journals 
Titel 
Available 
from Available till Issues Hofstede
Cross-
cultural
Cultural 
Dimensions
National 
culture
HF CC CD NC
Africa (Special) Report 1993 1995 15 0 0 0 0
African Development Review 1999 - 35 0 0 0 0
African Journal Of Accounting, Economics, Finance And Banking Research 2007 - 7 0 0 0 0
African Journal Of Business Management 2007 - 63 0 0 0 0
African Journal Of Economic And Management Studies 2010 - 3 3 2 0 14
Bedryfsleiding 1996 - 60 0 2 0 0
Development Southern Africa 1998 - 66 0 2 2 0
Journal Of African Business 2000 - 23 5 7 12 15
Journal Of African Economies 1996 - 80 0 3 1 0
Journal Of Asian And African Studies 1993 - 56 0 2 0 0
Journal Of Language, Technology & Entrepreneurship In Africa 2007 - 5 0 0 0 0
SA Journal Of Human Resource Management 2003 - 9 2 1 7 8
South African Journal Of Business Management (Bedryfsleiding) 1996 - 60 0 2 0 0
South African Journal Of Economics 1997 - 67 0 3 7 21
South African Journal Of Information Management 1999 - 46 0 1 2 3
Southern African Business Review 2004 - 35 0 0 0 0
Africa 1985 - 104 0 4 2 0
Africa Bibliography 1985 - 104 0 2 2 0
Africa Report 1993 1995 15 0 0 0 0
Africa Today 1990 - 78 0 4 0 3
African Affairs 1996 - 62 0 0 4 9
African And Asian Studies 2002 - 31 0 3 1 0
African Archaeological Review 1997 - 52 0 1 0 0
African Identities 2003 - 24 0 6 4 12
African Nebula 2010 - 3 0 0 0 0
African Religious Research 1993 - 47 0 0 0 0
African Studies 1997 - 32 0 0 2 9
African Studies Quarterly 1997 - 36 0 0 0 0
Anthropology Southern Africa 2002 - 69 0 2 0 0
Bulletin Of The School Of Oriental And African Studies 2001 - 34 0 0 0 0
Childhood In Africa 2009 - 2 0 1 0 0
Journal Of African American Men 1997 - 55 0 0 1 2
Journal Of Contemporary African Studies 1997 - 39 0 0 2 7
Journal Of Modern African Studies 1997 - 59 1 1 2 17
The Journal Of North African Studies 1997 - 53 0 1 5 15
The Journal Of Pan African Studies 1987 - 35 0 0 0 0
Journal Of Religion In Africa 1993 - 47 0 0 0 0
Journal Of Southern African Studies 1990 - 86 0 2 0 2
Journal Of The Royal African Society 1996 - 62 0 0 1 9
Politikon 1997 - 33 0 0 4 16
Review Of African Political Economy 1997 - 55 0 1 5 12
Social Dynamics 1997 - 30 0 3 2 7
Society In Transition 1995 - 37 0 0 0 0
South African Journal Of International Affairs 1997 - 29 0 0 2 4
South African Journal Of Philosophy 1996 - 60 0 0 0 1
South African Review Of Sociology 1995 - 37 0 0 0 0
Studies On Religion In Africa 1993 - 47 0 0 0 0
Suid-Afrikaanse Tydskrif Vir Etnologie 1994 2001 69 0 2 0 0
Die Suid-Afrikaanse Tydskrif Vir Sosiologie 1995 - 37 0 0 0 0
2193 11 58 70 186
Of the initial 159 journals related to Africa found through EBSCO only 49 journals were retained for further research, . The 49 journals retained dealt with  either 
Business, Economy and Management or Social Sciences. Each of these remaining journals was scanned for articles related to the search terms "Hofstede", "Cross-
cultural", Cultural Dimensions" or "National Culture".  The outcomes indicate the few (n=11) articles appeared dealing with Hofstede. None of these articles applied 
Hofstede's dimensional framework to African society. A larger number of articles was found containing the term "cross-cultural" (n=58) and "cultural dimensions" 
(n=70), however none containing broader insights into Sub-Saharan Africa. The same goes for the large number of articles dealing with "national culture" (n=186).
The review indicated the scarcity of articles dealing with descriptions of Sub-Saharan African culture.
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Appendix 2 – Cultures influences on Cross-cultural Change management 
 
Cultural dimension Delineates cultures along 
lines of
Definition and consequences for change management Scores in Sub-Saharan Africa Focal points for  change management in Sub-Saharan 
Africa
Power Distance (PDI) Acceptance of power differences 
between societal members 
(Hofstede)
Involvement and power sharing in change efforts could 
confuse societies with a high PDI (Rarick et al.) Type of 
communication should be aligned with preferences, top-
down for high PDI or bottom-up for low PDI (Kirsch et al.)
Generally scores high on PDI  
(Hofstede; Noorderhaven et al.)
Less directed towards participation and more to control of 
the change cycle (Jackson; Rarick et al.) Little worker 
initiative in change efforts (Jackson)
Uncertainty Avoidance 
(UAI)
Societal acceptance of ambiguity 
(Hofstede)
Societies with high levels of UAI are fearfull of change, 
whereas low UAI societies tend to welcome change (Rarick 
et al.). High UAI will result in slower pace of change and will 
require extensive communication to cope with high levels of 
fear associated with change (Kirsch et al.) 
Scores differ from medium UAI 
(Hofstede) to high UAI (Jackson; 
Noorderhaven et al.)
Slower pace of change, accompanied by high levels of 
communication (Kirsch et al.)
Masculinity/Femininity 
(MAS)
Societies put more value on 
competitiveness and achiefment 
(high MAS) or relationships and 
human development (low MAS) 
(Hofstede)
Societies with high MAS are less open to organizational 
development (OD), the values of OD are more alligned with 
feminity (Rarick et al.) Higher levels of anger are expressed 
in communication in high MAS societies (Kirsck et al.)
Generally high scores on MAS 
(Hofstede; Noorderhaven et al.)
Less focus on OD approaches to change trough 
development of people and groups (Rarick et al.), less focus 
on emotions in change effort (Kirsch et al.)
Individualism/Collectivism 
(IDV)
Socities put emphasis on 
individual ( high IDV) or being part 
of a group (low IDV) (Hofstede)
Change efforts in high IDV are less directed to group efforts 
and more towards personal initiatives (Rarick et al.) High 
IDV also results in lower trust levels amongst people 
involved in the change effort (Kirsch et al.; Rarick et al.)
Generally low scores on IDV 
(Hofstede; Noorderhaven et al.)
Change efforts should focus on group involvement as 
opposed to personal initiative (Kirsch et al.; Rarick et al.)
Long Term Orientation 
(LTO)
Devides societies between focus 
on thrift and perseverance (high 
LTO) or observance of rules and 
saving face (low LTO)
High LTO scores are seen to positively effect on passion 
and drive, this could benefit change efforts (Kirsch et al.) 
Low LTO scores could result in loss of focus in change effort 
(Jackson)
Generally beleived to score low 
on LTO (Hofstede; Jackson; 
Noorderhaven et al.)
Change efforts should mitigate loss of face or breaking of 
rules (Kirsch et al.) and be properly timed (Jackson)
Relationship With 
Environment
Perceived ability to influence 
environment (Kluckhohn & 
Strodtbeck), either internal or 
external locus of control
In societies with a low perceived influence on the 
environment change efforts can be tought of as futile and 
failure to achieve goals can be attributed to external factors 
(Rarick et al.)
General perception of low level of 
influence on environment 
(Jackson, Rarick et al.)
Mitigate risks of external locus of control (Rarick et al.)
Belief About Human 
Nature
Describes societies based on 
view of humans as either 
inherently good or (prone to) evil 
(Kluckhohn & Strodtbeck), 
comparable to Theory X and Y 
(MCGregor)
Change techniques based on behavior will be less effective 
in societies with litte trust in human goodness (Rarick et al.)
Views on human goodness differ 
widely, but overall a belief in 
human goodness prevails 
(Jackson) 
Jackson proposes to distinguish three approaches to 
management in Africa, based on differing views on human 
nature; 1) post-colonial (theory X), 2) post-instrumental 
(theory Y) and 3) African Renaissance (human goodness). 
These approaches then inform the style of change 
management and the amount of control imposed. (Jackson; 
Rarick et al.)
Activity Orientation The balance between work and 
play societies  (Kluckhohn & 
Strodtbeck)
Some societies are seen as "doing cultures", focussing on 
results and work as a central part of life. Others are "being 
cultures", which are more relaxed about results. This 
informs choices on span of control and influences the 
attitude towards the change effort (Rarick et al.)
African cultures are mainly seen 
as "being cultures" (Jackso; 
Noorderhaven et al.)
Change effort aimed at efficiency and productivity might 
need to overcome resistance (Rarick et al.), low involvement 
in the change effort (Jackson)
Relationship Among 
People
Describes the responsibilities 
people are believed to have 
towards each other (Kluckhohn & 
Strodtbeck)
Comparable to IDV, collectivist people prefer more 
centralized organizational structures, this also has 
consequences for the change organization (Rarick et al.) 
High levels of collectivism can also be seen as an asset, 
given the strenght of the social fabric this imlies, which in 
turn is instrumental in change efforts (Homan)
Generally believed to be strong, 
people attach high value to 
interpersonal relationships 
(Jackson; Noorderhaven et al.)
Change efforts which follow a centralized approach and 
emphasize teamwork and group responsibility are more 
likely to be effective (Rarick et al.) Turning the social fabric 
into an asset is a key driver of success for the change effort 
(Homan)
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Cultural dimension Delineates cultures along 
lines of
Definition and consequences for change management Scores in Sub-Saharan Africa Focal points for  change management in Sub-Saharan 
Africa
Space Orientation Desired personal or private space 
(Kluckhohn & Strodtbeck)
Societies with small personal spaces tend to place more 
importance on face-to-face communication and 
organizations are more open. This allows for more informal 
interactions in the change approach (Rarick et al.)
No specifics found, perferences 
will most likely differ between 
manamgenet typologies 
(Jackson)
If manamgent typology informs space orientation (Jackson) 
this could hel identify the preferences for communication 
and process design (Rarick et al.)
Time Orientation The attitudes of society towards 
time and the importance put on 
past, present or future 
(Kluckhohn & Strodtbeck)
Countries that take a relaxed view of time can be 
troublesome for chage effforts, especially when the effort is 
set up to achieve a greater deference to time. Societies 
rooted in the past, with a low future orientation (Javidan, 
2007) are generally less welcoming of change (Rarick et al.)
Relaxed attitude towards time 
and weak future orientation 
(Jackson; Javidan; Noorderhaven 
et al.)
The change approach will have to mitigate the past 
orientation and provide strict planning, with milestones and 
attaching responsibilities to deal with relaxed time 
orientation (Rarick et al.)
Specific and Diffuse The compartimentalization of 
society, overlap between work 
and leissure (Trompenaars) 
Compare activity orientation 
(Kluckhohn & Strodtbeck)
Specific societies show high levels of 
compartimentalization, this might be less condusive to 
holisitic approaches to change. Change eforts in diffuse 
cultures tend to be more holisitc, becoming part of an 
indiviiduals personal life, thus entailling a more complete 
change (Rarick et al.)
Generally beleived to be specific, 
strict division between work and 
leissure (Jackson)
The high compartimentalization could be a result of low 
motivation, caused in turn by disconnection between work 
and home life (Jackson). This will influence the effectiveness 
of change approaches focussing on initiative (Rarick et al.)
Status Attainment Ascription or attainment of 
status, status is either based on 
group membership or merit 
based (Trompenaars)
Societies which award status based on performance are 
more supportive of personal initiative in change efforts 
(Rarick et al.)
Status is largely ascripted, 
linked to membership to group 
(Jackson, Noorderhaven et al.)
Change efforts should put less focus on personal initiative 
and different methods of rewarding performance should be 
investigated to comply with status ascription (Rarick et al.)
Ethical Orientation universal or particular cultures 
(Trompenaars)
 In universal cultures the same rules apply to each member 
of society. On the other hand in particular cultures rules are 
dependant on those involved. This could influence the 
desirability of change efforts (Rarick et al.) For example in 
holding all members of a company accountable in the same 
way. This might not be acceptable in a particular society. 
Mostly described as a particular 
society (Jckson, Noorderhaven 
et al.)
Special care shoud be taken to mitigate the risks of 
particularism. Ethical conduct might result in resistance to 
change if members feel their privilages are taken away. 
(Jackson; Rarick et al.)
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Appendix 3 – Competing Values Framework vs. Change Effectiveness Attributes 
 
 
Competing Values 
Framework Typical effectiveness attributes
Change effectiveness 
attributes Change Typology Notable publications
Human relations model Internal processes, high degree of flexibility. Key 
attributes are cohesion, morale and human 
resource development (Quinn & Rohrbaugh). 
Participation contributes to cohesion and morale 
(Cooper & Quinn)
Human Relations, behaviour, 
participation
Red-print thinking Griffith, 2001; Homan, 2005; Pascale, 
Millemann & Gioja, 1997; Wissema, 2000 
Open systems model External processes, high degree of flexibility. Key 
attributes are; readiness, growth and resource 
acquisition (Quinn & Rohrbaugh). Reacting 
effectively to environmental changes influences 
effectiveness (Cooper & Quinn)
Learning, reacting to the 
environment
Green-print thinking Beckhard and Pritchard, 1992; Pascale & 
Sternin, 2005; Senge, 1990
Rational goal model External processes, high degree of control. Key 
attributes are; planning, goal setting, productivity 
and efficiency (Quinn & Rohrbaugh). Output or 
achieving economic goals influences effectiveness 
(Cooper & Quinn)
Planning, control Blue-print thinking Bordum, 2010; Ford & Greer, 2005
Internal process model Internal processes, high degree of control. Key 
attributes are; information management, 
communication, stability and control (Quinn &  
Rohrbaugh). Organizational stability and 
equilibrium reached by measurement, 
documentation and information management 
(Cooper & Quinn)
Goal achievement, internal 
communication
Combination of blue-print 
and yellow-print thinking
Harkness, 2000; McNish, 2002
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Appendix 4 – QuestBack 
 
Invitation letter 
 
Dear Sir, Madam, 
 
I would like to invite you to partake in a short online questionnaire. Please find the link to the 
questionnaire below this email. 
 
Your participation will help advance knowledge on the use of influence tactics across national cultures 
and gives you the chance to win GHS 250,-which I will raffle amongst the participants.  
 
The online questionnaire deals with the perceived effectiveness of influence tactics and possible 
differences in these perceptions between Ghanaian and Dutch nationals. The research will be used for 
my master’s thesis, which focuses on the use of influence tactics in cross-cultural change programs.  
 
Influence is widely recognized as a key attribute to effective change management, in fact influence is 
central to most interactions in an organizational context. However, still little is known on the 
effectiveness of influence tactics across cultures. Through my research I aim to provide some more 
insight in this topic. 
 
Please feel free to forward the link to the questionnaire to other people, for example if you are 
interested in the perceptions towards influence tactics in your own organization. In that case an 
overview of results, specifically for your organization, can be generated. 
 
The questionnaire will be taken offline on the 26
th
 of April, at that time the GHS 250,- will be raffled 
amongst those who completed the entire questionnaire. The winner will be contacted via email. 
 
Thank you in advance for your cooperation, 
 
Kind regards, 
Bastiaan van der Broek 
B.vanderbroek@studie.ou.nl 
 
Student Implementation and Change Management 
Open University the Netherlands 
 
61 | A p p e n d i c e s  
 
 
  
62 | A p p e n d i c e s  
 
 
  
63 | A p p e n d i c e s  
 
 
 
64 | A p p e n d i c e s  
 
 
  
65 | A p p e n d i c e s  
 
 
  
66 | A p p e n d i c e s  
 
 
  
67 | A p p e n d i c e s  
 
 
  
68 | A p p e n d i c e s  
 
 
  
69 | A p p e n d i c e s  
 
 
  
70 | A p p e n d i c e s  
 
 
  
71 | A p p e n d i c e s  
 
 
  
72 | A p p e n d i c e s  
 
 
  
73 | A p p e n d i c e s  
 
 
 
  
74 | A p p e n d i c e s  
 
 
  
75 | A p p e n d i c e s  
 
Appendix 5: Reliability Analysis 
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Appendix 6: Factor Analysis 
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Appendix 7: MANOVA’s 
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